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Work-Life Balance Practices and the 
Gender Gap in Job Satisfaction in the UK: 
Evidence from Matched Employer-Employee Data
*
 
This paper examines the role of work-life balance practices (WLB) in explaining the “paradox 
of the contented female worker”. After establishing that females report higher levels of job 
satisfaction than men in the UK, we test whether firm characteristics such as WLB and 
gender segregation boost the satisfaction of women proportionately more than that of men, 
thereby explaining why the former are reportedly happier. The results prove that WLB 
practices increase the likelihood of reporting higher satisfaction but similarly for both 
demographic groups thereby reducing the gender gap in job satisfaction only slightly. Still, 
the results indicate that WLB practices at the forefront of worker welfare policy improve the 
wellbeing of the workforce. Experiments with firm-fixed effects allowed by the matched 
dimension of the data reveal that firm effects are relevant but they only explain a half of the 
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Despite criticism of subjectivity the analysis of job satisfaction is a growing area within 
labour economics, not least because of the conventional wisdom that (other things equal) 
a happier worker is a better worker. This paper revisits one of the better known empirical 
regularities in the field branded the “paradox of the contented female worker”. The 
paradox refers to the observation that in some countries, notably the US and the UK, 
females report on average higher levels of job satisfaction than men, despite the fact that 
females are on average worse-off in the labour market in terms of pay and working 
conditions (Clark, 1997; Sousa-Poza and Sousa-Poza, 2000). 
 
The contribution of this paper is to address the role of firm characteristics, notably the 
presence of work-life balance (WLB)
1 policies and the degree of gender segregation at 
the workplace, explaining observed differences in reported levels of job satisfaction 
between males and females in the UK. This choice of firm characteristics responds to our 
interest in the paradox of the contented female worker. It is common knowledge that 
women are over-represented in certain occupations (Connolly and Gregory, 2008) and 
atypical contracts (Petrongolo, 2004). It has also been suggested that the observed gender 
segregation may be voluntary as women seek non-pecuniary benefits, such as flexible 
hours (Booth and Van Ours, 2008) due to family responsibilities. If women were to select 
themselves into jobs that offer WLB policies and this was the main reason why women 
appear observationally happier (Pezzini, 2005) then removing the impact of these policies 
from reported satisfaction ought to make males and females more equally satisfied 
(Bender et al. 2005). In this paper we test whether the presence of WLB practices and 
gender segregation boost the job satisfaction of females proportionally more that that of 
men and therefore help explain the observed gender differential in reported job 
satisfaction in the UK. 
 
The already sizeable literature on the determinants of job satisfaction has so far been 
unable to establish that it is selection into certain jobs that drives the gender gap in job 
satisfaction. Using the 1986 Social Change and Economic Life Initiative (SCELI) Sloane 
and Williams (2000) find that at the margin were women to hold men’s jobs, they would 
                                                 
1 The difference between work-life balance practices and family friendly policies is subtle. Public 
institutions appear to suggest that work-life balance extends beyond family friendly practices. See for 
example the Chartered Institute for Personnel and Development (cipd.co.uk). In this paper we underwrite 
this definition. 
 be as little satisfied as men are, thereby implying that self-selection may be driving the 
gender gap in job satisfaction. On the other hand, using propensity score matching to 
define a comparable control group among the males in the British Household Panel 
Study, Sanz de Galdeano (2001) reached the opposite conclusion, that self-selection is 
not an important factor in explaining the higher job satisfaction of women.  
 
Other studies that use panel data can purge away unobserved individual effects but they 
have access to limited information on workplace characteristics (Heywood et al. 2002; 
Ferrer-i-Carbonell, 2005; Booth and Van Ours, 2008). As a result these studies are unable 
to control for the fact that certain workers (e.g. female) could select into particular jobs 
conditional upon firm characteristics observed by the workers but not by the researchers. 
Missing data on firm characteristics therefore remains a possible reason for selection 
bias. Gender differences in the estimates of a job satisfaction equation may be picking up 
the effect of firm characteristics such as WLB practices for which data is usually not 
available. This paper aims at filling in this gap in the literature by looking at the relative 
impact of relevant firm characteristics across gender groups. Should the gender gap in job 
satisfaction be caused by some process of selection of workplace, we should observe a 
weakening of the job satisfaction gap once the sought after firm characteristics have been 
taken into account. In this process we also revisit the effect of gender segregation of the 
workplace which may result from workplace selection by females (Bender et al, 2005; 
Evans, 2002). 
 
Understanding what is driving the observed gender gap in job satisfaction the UK is a 
relevant policy question since this gender gap is not found in other EU countries, which 
in the context of the common market share a relatively transnational labour force. It is 
beyond the scope of this paper to ascertain whether job satisfaction is a factor in labour 
mobility within the EU (Freeman, 1978), but if certain firm policies were found to have 
an impact on the reported job satisfaction
2, changes in these practices at the firm or even 
the national level could inform policy aimed at improving the wellbeing of the workforce 
(Hayward et al. 2007). Potentially, differences in these policies could explain cross-
country variations in the gender gap in job satisfaction to some extent (Pezzini, 2005). 
More importantly, there is evidence that wellbeing and satisfaction of workers is on the 
decline in Britain (Gardner and Oswald 2002; Sousa-Poza and Sousa-Poza, 2003; Green 
                                                 
2 Work-Life Balance practices have been recently found to bring about benefits in terms of productivity and 
economic performance, see White et al, 2003 and Bloom et al 2006. 
 and Tsitsianis, 2004) calling for a better understanding of the possibility of improving 
wellbeing using non-pecuniary factors. 
 
The results show that WLB practices improve the reported job satisfaction of male and 
female workers alike and hence they do not explain the gender gap in job satisfaction 
completely. These benefits of WLB practices in terms of worker satisfaction extend to 
intrinsic (autonomy) and extrinsic (pay) dimensions of job satisfaction and they are 
independent of the composition of the workforce. Policies that encourage the use of these 
practices to boost wellbeing of the workforce are therefore justified to result in reportedly 
happier workers. Additional tests carried out to ascertain the role of firm characteristics in 
explaining the gender gap in job satisfaction suggest that about a half of the remaining 
gap is explained by firm fixed effects, leaving unobserved individual heterogeneity as the 
most probable cause for the remaining gap. 
 
The remainder of the paper is organized as follows. Section 2 presents the data and the 
distribution of various dimensions of job satisfaction across firms and their workers. 
Section 3 explains the methodological steps we take to test our hypothesis. Section 4 
reports the main results from our empirical analysis. Section 5 explores reasons for the 
remaining gender gap in job satisfaction. Some concluding remarks are presented in the 
last section. 
 
2 Data  description 
 
We use the UK’s 2004 Workplace Employee Relations Survey (WERS04 henceforth). A 
matched employer-employee dataset that with the appropriate weighting is representative 
of establishments and the population working in establishments larger than 5 employees 
not in sectors A-C and P-Q of the 2003 Standard Industrial Classification
3 (Chaplin et al. 
2005). This is the last wave of a survey on Industrial Relations carried out periodically in 
the UK since 1980 (http://www.wers2004.info/). The unit of analysis is the sampled 
employees in each establishment of which there are on average 12 per establishment. 
 
The aim of this paper is to highlight the importance of certain firm policies in explaining 
the gender gap in job satisfaction observed in the UK. This study is therefore made 
possible by specific data on management practices collected through the WERS survey. 
                                                 
3 These are respectively Agriculture, Fishing, Mining and Quarrying, Private Households with Employed 
persons and Extra-territorial Bodies. 
 The underlying argument is that females select themselves into workplaces that offer 
WLB benefits and for this reason they report higher levels of job satisfaction than men 
and appear over-represented in some workplaces. Using WERS allows us to control for 
the availability of 5 different WLB policies
4 as well as for the gender composition of the 
workplace. These firm characteristics are generally not accounted for in surveys based on 
individual data and we describe them in more detail below.  
 
As a robustness test for the 2004 results we run comparable estimations using the 
previous cross-sectional survey of WERS carried out in 1998, with the same sampling 
procedures except that the WERS98 was representative of workplaces larger than 10 
employees (Cully et al, 1999). In the absence of a panel element in the data
5, we can 
interpret differences in the estimated gender gap in job satisfaction between the two 
cross-sections as follows. Consider the impact of WLB practices on gendered job 
satisfaction in each year: if the take up of these practices was more prevalent in 2004 and 
these practices were causing proportionally higher satisfaction in women, the expansion 
of WLB practices over time should result in a reduction in the gender gap in job 
satisfaction. Should the gender gap remain the same with and without controlling for 
WLB practices, there would be evidence that satisfaction is driven by possibly 
unobservable individual rather than observable firm characteristics. The matched 
employer-employee nature of WERS brings another advantage since it makes it possible 
to ascertain how important firm effects are in explaining relative job satisfaction across 
gender. 
 
In 2004 the employee survey asks workers to rate their level of satisfaction with respect 
to seven aspects of their employment: (1) amount of pay you receive; (2) amount of 
influence over your job; (3) sense of achievement you get from work; (4) scope for using 
your own initiative; (5) the training you receive; (6) you job security (7) the work itself. 
Each of these is assigned a rank between 1 and 5, with 1 representing ‘Very satisfied’, 
although for ease of interpretation the scale will henceforth be inverted so that higher 
values represent more satisfaction. WERS 1998 overlaps only with the first three 
dimensions of job satisfaction. In the absence of a question on overall job satisfaction, as 
available for example in the British Household Panel Study, we would like to focus on 
                                                 
4 These are flexi-time, job-share, working from home, having parental paid and having a nursery in the 
workplace. 
5 Although there is a panel survey of a subsample of the 2004 establishments that were also surveyed in 
1998, the panel survey did not interview employees and therefore we have no information on changes in 
job satisfaction in the panel sub-sample.  
 dimension (7) satisfaction with the work itself
6. However this precludes comparison of 
the results across cross-sections and it is also conventionally accepted that job satisfaction 
is a complex concept. Therefore the analysis will also follow dimensions (1) satisfaction 
with pay and (2) satisfaction with influence over your job (which we call autonomy) in 
1998 and 2004.  
 
A first look at the distribution of the different dimensions of job satisfaction across 
gender is presented in Table 1. Satisfaction with the work itself scores the highest of the 
three in 2004 for males and females. Satisfaction with pay is lowest in both years 
compared with satisfaction with autonomy (degree of influence over job). Although there 
is some evidence of declining satisfaction for women, these differences are not 
statistically significant.  
 
[Table 1 around here] 
 
A more detailed picture of the distribution of satisfaction across gender for diverse 
aspects of satisfaction is presented in Table 2 and this is also inconclusive so as to a 
definite trend over time for either males or females. It is however worth mentioning that 
the female distribution is slightly more skewed than the male one towards being 
“satisfied” with pay and autonomy, and that the proportion of respondents falling into this 
category is larger in the case of satisfaction with autonomy. 
 
[Table 2 around here] 
 
Tables 1A and 2A in the appendix present the full descriptive statistics of the data. Most 
of the individual level data is standard information concerning the worker and the 
working position. Compared to studies based on other datasets we are disadvantaged in 
that the WERS data on age, tenure and wages is categorical instead of a continuum. 
These categorical variables were linearised choosing the middle point in each segment. 
Since these have been the object of studies elsewhere
7 we think we are not losing much 
information with these approximations.  
 
                                                 
6 Sloane and Williams (2000) show that satisfaction from work accounts for most of the overall job 
satisfaction. Rose (2005) claims that this variable captures better intrinsic aspects of satisfaction, as 
opposed to more extrinsic aspects such as satisfaction with pay or with hours. 
7 See for example Bender and Heywood (2006) and Sloane and Ward (2001). 
 More relevant for our purposes is the set of WLB policies as reported by the employee 
Although some degree of misreporting may be possible (Budd and Mumford, 2005), it is 
unlikely that unknown policies would affect individual satisfaction, in which case 
misreporting would not have an impact on the conclusions of this study
8. We restrict the 
analysis to WLB practices that are available in both years. These include: (1) flexi-time 
(discretion over start and leave timings) (2) job-share (sharing a full-time job with 
someone else) (3) working from home (4) having parental paid leave (over and above the 
statutory) (5) having a nursery in the workplace or help with child care. Comparing the 
descriptive statistics regarding these variables it is apparent that flexi-time is the most 
prevalent of all the practices, reported available by over one third of the sample and it is 
unsurprisingly also more common among women. Job-sharing and parental paid leave are 
the next most popular WLP practices with the latter being much more predominant in 
2004 than in 1998. Interestingly working from home is the one practice that is more 
prevalent among the male population. 
 
Finally, selection into workplaces that offer non-pecuniary benefits such as WLB ought 
to bring about gender segregation and women ought to appear reportedly happier in these 
workplaces. We capture this possibility using the percentage of females among the 
workforce as reported by managers. Gender segregation is visible through the higher 
representation of men in workplaces with less than 25% females (44%) and vice versa for 
females, who are mostly (70%) employed in workplaces where more than half the 
workforce is female. This pattern is observed in both years while the situation appears 
static regarding changes in the distribution of males and females across gender segregated 
workplaces.  
 
Chart 1 illustrates the relationship between reported job satisfaction and gender 
segregation in 2004. If gender segregation was preferred we should observe a U shape 
pattern in reported satisfaction, indicating that the extremes are better than the averages. 
This is observed for the more intrinsic aspects of job satisfaction such as the work itself 
or autonomy but not with the extrinsic aspect of pay. Irrespective of segregation and 
gender however, reported satisfaction is highest with the work itself and lowest with pay. 
The female series (squares) lies above the male one (triangles) in most cases, confirming 
the prior that females are comparatively more contented than males on average. 
 
                                                 
8 We are grateful to one referee for pointing this out to us. 
 [Chart 1 around here] 
 
 3  Methodology and Estimation 
 
Most existing studies of reported satisfaction use individual level data and typically one 
of two methodologies (Ferrer-i-Carbonell and Frijters, 2004). The approach favoured by 
psychologists assumes that satisfaction is a monotonic transformation of an underlying 
personal trait called “welfare” and because of continuity not only the levels but also 
differences in reported satisfaction are meaningful measurable magnitudes. These types 
of models can be estimated by OLS under the standard assumptions and whenever a 
panel or matched dimension are available fixed effects can be purged away through 
differencing over the relevant variable
9. Economists tend to think of utility as an ordinal 
rather than cardinal magnitude and therefore the observed general satisfaction indicates 
that the latent welfare variable falls within a certain interval. That is, we observe general 
satisfaction (JSi) being k=1…n (where n is the number of categories of satisfaction 
permitted) whenever the underlying utility falls within two contiguous ranks: 
 
**
i 1 ii i ki k J X and JS k iff rank JS rank βε + =+ = <<  ,  (1)  S
 
where the errors and explanatory variables in the latent utility equation are orthogonal 
and an asterisk indicates unobserved variables. These are typically estimated as an 
ordered probit and unless the number of ranks is limited to two, corrections for fixed 
effects yield inconsistent estimates (Maddala, 1983, Ferrer-i-Carbonell and Frijters, 
2004). 
 
In this paper, the model specification follows standard economic practice: we express the 
probability that a person reports job satisfaction in rank k as a function of personal 
characteristics, firm characteristics and an error term: 
 
i i i i i F X Gender F X k JS P ε γ β α + + + = = ) , / (  (2) 
 
Where we explicitly consider the possibility of a gender effect and we use a simple 
notation to separate variables that refer to the individual (Xi) from variables that refer to 
                                                 
9 For a detailed description of the biases generated by not accounting for all the relevant fixed effects see 
Abowd and Kramarz, 1999. 
 the firm (Fi). Individual level variables include age, education, union membership and 
health status as well as other variables that are particular to the job such as hours worked, 
pay, tenure and occupation. Firm level variables include size, sector of activity and 
crucially the presence of WLB practices and the extent of gender segregation.  
 
We first establish the presence of a gender gap in job satisfaction after controlling for 
standard correlates used elsewhere in the literature but before considering WLB and 
gender segregation. We call this the “raw” gender gap in job satisfaction that remains 
after including all blocks of variables in Tables A1 and A2 except for the last two blocks. 
By including the firm characteristics of interest in a stepwise manner we can ascertain 
what impact, if any, they have in the gender gap in job satisfaction, and any correlation 
between the additional controls. We estimate pooled and separate regressions for males 
and females. This is important for the purposes of interpretation: the pooled regression 
imposes the restriction that males and females draw utility from the explanatory variables 
in an identical fashion, while being a female would simply shift the common utility 
function upwards. By allowing the coefficients to differ across gender we let these two 
groups have different utility functions regarding job and workplace characteristics 
 
Cross-sectional specifications like the one we are bound to use are convenient in order to 
identify what individual or firm characteristics matter for job satisfaction but they have 
the disadvantage that they cannot control fully for unobserved heterogeneity. Unlike 
existing studies using individual-level data we have the advantage of matched employer-
employee dataset that allows us to purge firm effects away from the observed gender gap 
in job satisfaction. In doing this however we lose the ability to pinpoint which firm 
characteristics are making employees happier. Still, we are aware that selection of 
otherwise happier workers in certain firms could bias the results and to somewhat 
illustrate whether firm selection is important we carry out relevant tests for the 
importance of firm effects after looking at WLB practices and gender segregation. 
 
A final step in our analysis is to try and obtain a more aggregate but still meaningful 
indicator of the extent to which a workplace or a job offers work-life balance. We build 
two intuitive measures of workplace flexibility that combine the five WLB practices 
using the weights obtained from undertaking factor analysis. Interestingly, the first factor 
that we call “Flexibility” gives largest weights to the practices of flexi-time, job-share 
and work from home. The second factor that we call “Family” gives the largest weights 
to paid parental leave and having nursery facilities. To control for the possible correlation 
 across the WLB components, factor loadings were rotated using an oblique rotation and 
the internal consistency of the resulting factors was evaluated using the Cronbach Alpha 
coefficient scores. The reliability is higher for the first factor (flexibility) albeit not great 
0.45 but the correlation of the factor scores with the Alpha is high (0.87). The reliability 
of the second factor (family) is much lower and so is the correlation of the factor score 
and the Alpha score (0.62). There are small differences in the results of the factor 
analysis in the two years so these concerns should be borne in mind when interpreting the 
results. 
 
4  Job satisfaction, gender segregation and family friendly policies 
 
We report in this section the results of fitting an ordered probit model to the data on 
individual workers in each of the two cross-sections. The model specification includes all 
variables reported in Tables A1 and A2 respectively for the 2004 and 1998 samples, 
although only a selection of coefficients will be commented upon. The non reported 
coefficients
10 have been highlighted in previous research and conform to existing 
conventional wisdom. The following are also robust to the various specifications we use 
and for the most part the same results are reproduced for the two years. In general we find 
that hours worked are negatively correlated with all three dimensions of job satisfaction 
we consider (Booth and Van Ours, 2008), being largest in size the negative impact on 
satisfaction with pay and smallest when considering satisfaction with the work itself. Pay 
on the other hand appears to increase satisfaction while magnitudes are again largest 
when looking at the pay dimension and smallest with satisfaction with the work itself 
(Sloane and Williams, 2000; Groot and Maassen van de Brink, 1999). Education and 
tenure are both associated with lower job satisfaction along the three dimensions we 
consider, with dissatisfaction increasing with the level of education (Bender and 
Heywood, 2006). Union members are notably known for being less contented than non-
union workers (Clark, 1997; Bryson et al. 2004), while there is some patchy evidence of a 
U shape between age and satisfaction in 2004 but not in 1998 (Sloane and Ward, 2001). 
Unsurprisingly suffering from some illness reduces significantly the likelihood of 
reporting high satisfaction while having a permanent or a fixed term contract are both 
associated with lower satisfaction with pay but not with lower satisfaction with autonomy 
or the work itself. Workers of larger firms are reportedly less contented only in 2004. 
Note finally that occupational and sectoral dummies are included in all specifications. 
                                                 
10 A full set of results is available in the working paper soon to appear at IZA 
  
  4a  Satisfaction with the work itself 
Table 3 reports the results for satisfaction with the work itself in the 2004 cross-section. 
The results are remarkable. A gender gap remains after controlling for all individual 
characteristics, firm size and sector of activity. In specification (2) in the full sample, a 
sizeable gender gap in job satisfaction remains despite the fact that all WLB practices 
except nursery facilities are positively correlated with job satisfaction, increasing average 
satisfaction by between 0.05 and 0.2 standard deviations depending on which practice is 
considered. There are some small differences in the job satisfaction equation for males 
and females with the former drawing satisfaction from nursery facilities and neither 
displaying a significant impact of job-share on reported satisfaction. All in all, it appears 
that WLB practices are not disproportionately more important for females than for males 
and hence why the presence of these policies does not wash the gender gap in job 
satisfaction away.  
 
Neither does gender segregation explain away the relative happiness of females at work. 
Although there is some evidence that completely segregated workplaces aid reported 
satisfaction with the work itself in column (5) this is only the case for males. This aspect 
of satisfaction appears to be independent of gender segregation for females. More 
importantly, including both sets of explanatory variables has virtually no impact on the 
results so the presence of WLB practices and gender segregation have largely 
independent effects on reported job satisfaction. Interestingly, when using aggregate 
measures of WLB only the factor Flexibility, encompassing a somewhat flexible working 
schedule, appears to improve reported job satisfaction by around 0.25 standard deviations 
without interfering with gender segregation. Note finally that the gender gap in job 
satisfaction remains sizeable. 
 
4b Satisfaction  with  pay 
Table 4 presents the results for satisfaction with pay for the 2004 cross-section. The 
corresponding Table for 1998 is in the appendix marked A3. The raw gap in job 
satisfaction in column (1) is of comparable size to that obtained from satisfaction with the 
work itself in 2004. Note however that the same raw gap was double in size six years 
earlier. WLB practices play a clear larger role in satisfaction with pay in both years but 
still insufficient to eliminate the raw gap across gender in any year. Both the male and 
female sub-samples draw substantial utility from all WLB practices, except for nursery 
facilities. Still, women remain on average 0.12 and 0.3 standard deviations happier than 
 men in 2004 and 1998 respectively. Gender segregation in the workplace appears largely 
irrelevant for satisfaction with pay in both years. This is unsurprising since earnings are 
controlled for in all specifications and any penalties associated with being in female 
dominated occupations (Connolly and Gregory, 2008) have been purged away with the 
pay and occupation controls. Once again, combining the presence of WLB practices and 
gender segregation has no impact on the relative importance of one another or on the 
prevailing gender gap in job satisfaction. Since the gender gap appears to halve by 2004 
irrespective of which firm characteristics we consider, there is evidence that there are 
reasons other than the ones considered in this paper driving the evolution of the gender 
gap in job satisfaction over time (Sousa Poza and Sousa Poza, 2003). 
 
Using the indices obtained through factor analysis reveals an interesting pattern though. It 
seems that the flexibility measure has a significant positive impact on average 
satisfaction. On the other hand, the family factor has the opposite effect, although the 
latter is smaller and insignificant in the male sub-sample. It therefore seems that 
flexibility in location and schedule are important determinants of satisfaction with pay. 
These policies are somewhat closer to the so called work-life balance practices than what 
one could call strictly family friendly policies and it is also apparent that the former apply 
to men as much as to women. It is also conceivable that the components of the family 
factor, paid leave and help with childcare costs, are perceived as “being discounted” from 
take-home pay and therefore they reflect negatively on subjective well-being.  
 
In stark contrast with these findings, it appears that in 1998 only family related policies 
mattered for satisfaction with pay and they had a positive impact on it. The descriptive 
statistics in Tables A1 and A2 show a clear shift in the presence of family friendly 
policies away from parental leave and towards job-share and working from home 
practices. It is thus plausible that unobserved factors connected to the reasons why this 
shift has not occurred in some workplaces make respondents in these workplaces 
unhappier. It is important to bear in mind however that the Cronbach Alpha’s diagnose 
test showed a much lower reliability score for the family factor than for the flexibility 
factor (0.25 compared to 0.47 respectively) and the correlation of the family factor with 
the corresponding Alpha is also low calling for some caution in interpreting the results.  
 
 
 4c  Satisfaction  with  Autonomy 
 Tables 5 and 4A display the results corresponding to the analysis of the satisfaction with 
autonomy dimension for 2004 and 1998 respectively. The first observation worth 
highlighting is the noticeably smaller raw gap between males and females and the fact 
that this gap has also approximately halved between 1998 and 2004. Satisfaction with 
autonomy therefore appears to capture a somewhat different aspect of job satisfaction 
which is also declining proportionately more for women than for men, suggesting that 
more work on the determinants of the gender gap is needed. Of the five WLB practices 
considering, flexi-time and being allowed to work from home have disproportionately 
larger correlations with satisfaction with autonomy, of the order of 0.3 standard 
deviations average impact of reported satisfaction, compared to 0.09 of having paid 
parental leave. To the extent that a flexible working schedule reflects higher autonomy 
this finding is reassuring. 
 
There is some patchy evidence that completely segregated workplaces are preferred for 
autonomy in column (5) but this pattern is not reflected clearly in the gendered sub-
samples. As before WLB practices and gender segregation in the workplace have largely 
independent, if any, effects on satisfaction with autonomy. When aggregate measures of 
WLB practices are considered, the same pattern as with pay re-appears, namely that 
flexibility improves satisfaction with autonomy in 2004 while family policies worsen this 
perception. Curiously, the opposite pattern is observed in 1998 suggesting that the same 
cautions and endogeneity issues as with pay may be at work. 
 
5  Robustness and Sensitivity Tests 
 
The results in the previous section indicate that WLB practices impact on various aspects 
of job satisfaction, that they do so differently for males and females and always 
independently of the degree of gender segregation in the workplace. Furthermore these 
effects are not large enough to explain the paradox of the contented female worker, since 
the gender gap in job satisfaction remains after appropriate control for these firm 
characteristics. In this section we report the results of various robustness checks on the 
previous findings.  
 
To check the importance of worker selection into firms, we estimated models of job 
satisfaction with firm fixed effects using OLS techniques and found that most individual 
variables retain their importance individually and collectively (joint in-significance test 
rejected at 0.1% level) and that the gender gap in job satisfaction remains, although it is 
 reduced by around a half. Estimating an ordered probit with firm fixed effects is 
ostensibly criticised in the literature because unless the number of observations per firm 
is very large it obtains inconsistent estimates (Maddala 1983). The WERS 2004 sample 
contains 12 workers per firm on average which is not large when 4 cut-off points per firm 
are to be estimated. In another test we include fixed effects and a gender dummy in a 
probit model of the likelihood of reporting being satisfied or very satisfied, that is after 
collapsing the independent variable into a dichotomous one. The satisfaction gap in 
favour of females also remains in this case, albeit reduced to a half. The firm dummies 
are jointly significant at the 0.1% confidence level
11. We conclude that firm effects in our 
data would at most reduce the gender gap in job satisfaction to a half but not wash it 
away. 
 
Since firm effects do not appear to be driving the gender gap in job satisfaction it must be 
that individual heterogeneity is. We therefore carried out various sensitivity tests on the 
composition of the workforce in our data by splitting the sample into relevant 
demographic groups other than by gender to assess the relative importance of firm 
characteristics.  
 
Admittedly WLB practices may be more relevant for those with family responsibilities. 
Splitting the sample between those married or with dependent children as opposed to 
those without, goes some way in improving the relevance of WLB but not as far as to 
wash away the gender gap, which is unsurprisingly smaller for those with family 
responsibilities compared to those without. A related test is to consider that those with 
family responsibilities normally choose part-time jobs that allow them to continue with a 
family and a working life (Booth and Van Ours, 2008). Splitting the sample between 
those with more or less than 30 hours a week’s work obtains a somewhat smaller gender 
gap in job satisfaction for part-timers but it is worth noting that women are 
disproportionally represented in this category and hence the comparison is mostly 
between females here. In addition, for part-timers, practices as working from home or 
having parental leave come up irrelevant, but these findings are consistent with the 
argument that workers select part-time jobs because of their flexibility and therefore draw 
little additional benefit from other practices enhancing flexibility. 
 
                                                 
11 The specific values are Chi2(1551)=3374.36 in 2004 and Chi2(1682)= 4678.05 in 1998, for both, P>Chi2 
= 0.000 
 In light of the persistence of the gender gap in satisfaction in the data we performed a 
final check to discern the importance of unobserved heterogeneity. A counterfactual 
(Oaxaca-Blinder) decomposition of the gender gap in job satisfaction reveals that 
unobserved heterogeneity is important. Females are happier in the WERS sample for 
reasons that we cannot account for. Over 40% of the gender gap in satisfaction with the 
work itself is attributable to differences in observable characteristics with the remaining 
60% attributable to the differential valuations of males and females. This percentage rises 
to 57% when WLB practices are also considered but still leaves a large part of the gap 
unexplained by observables. Even after including segregation and the availability of 
WLB policies a sizeable proportion of the gender gap is driven by the higher female 




This paper examines the determinants of various aspects of job satisfaction in the UK 
with an emphasis in gender differences and the presence work-life balance practices. It 
contributes to the literature with recent results that highlight the role of employer 
characteristics which have not been previously taken into account. In particular we revisit 
the paradox of the contented female worker and after establishing that there remains a 
gender gap in job satisfaction in the UK we proceed to test whether this is because 
females select workplaces that offer non-pecuniary benefits such as work-life balance 
practices, resulting also in some degree of gender segregation in these workplaces. 
 
The main findings are that WLB are important determinants of intrinsic and extrinsic 
aspects of job satisfaction, although they improve the wellbeing of males and females 
alike, thereby reducing gender differences only slightly. The relevance of WLB practices 
applies to satisfaction with the work itself, satisfaction with pay and satisfaction with the 
degree of influence over the job, which we call autonomy. In addition, a similar pattern is 
found in two separate cross-sections of the working population in the UK, indicating that 
in the course of the 6 years that separate the 1998 from the 2004 surveys WLB practices 
remained significant while the gender gap in job satisfaction dropped to a half for reasons 
other than firm characteristics. 
 
From our analysis we can only conclude that there are factors other firm characteristics 
driving the gender gap in job satisfaction in the UK and more work is needed to 
understand better a phenomenon that is not reproduced in other European countries. The 
 measurement of subjective well-being is under continuous scrutiny (Kahneman and 
Krueger, 2006) and it is inevitably shaped by idiosyncratic factors. For example, it has 
been suggested that gender differences in reported job satisfaction may emerge due to 
labour market institutions. Kaiser (2007) found that access to the labour market was 
important in reported job satisfaction. Other intrinsic differences between Europeans and 
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 Table 1: Average job satisfaction across different dimensions and gender 
 2004  1998 
Satisfaction with  Male  Female  Male  Female 
Work itself  3.70 3.84     
Pay  2.83 2.89 2.79 2.95 
Autonomy  3.52 3.54 3.51 3.58 





Table 2: Distribution of satisfaction by gender in each cross-section 
  Male pay  Female pay  Male autonomy  Female autonomy 
  1998 2004 1998 2004 1998 2004 1998 2004 
Very  dissatisfied 14.65 13.74 10.33 12.43  4.02 3.77 2.33 2.36 
Dissatisfied 29.11 27.93 27.43 27.47  13.45 11.51 11.67 10.98 
Neither 23.41 24.34  23.66 23.01 24.56 27.44  25.94  28.76 
Satisfied 29.51 29.84  34.99 32.67 45.69 43.91  48.9 45.95 
Very satisfied  3.32  4.15  3.60  4.42  12.29  13.36  11.16  11.95 














Chart 1: Distribution of various aspects of satisfaction by gender and composition of the 
workforce. Triangles represent males. 
   
Table 1A: Descriptive Statistics by gender, 2004 
Variable Mean Std. Dev. Mean Std. Dev. Mean  Std. Dev.
Female 0.54 0.50 0.00 0.00 1.00 0.00
Log(hours)  3.49 0.52 3.65 0.43 3.35 0.56
Log(pay)  5.66 0.76 5.94 0.63 5.42 0.78
Education       
Level  4+ 0.38 0.49 0.40 0.49 0.36 0.48
Level1-3 0.43 0.50 0.39 0.49 0.47 0.50
Other 0.06 0.24 0.08 0.27 0.05 0.22
Tenure(weeks)  271 187 282 189 260 185
Member of Union  0.37 0.48 0.38 0.48 0.36 0.48
Permanent contract  0.92 0.27 0.93 0.26 0.92 0.28
Fixed contract  0.03 0.18 0.03 0.18 0.04 0.18
Long Term Illness  0.12 0.33 0.13 0.34 0.11 0.31
Ethnic Origin      
White 0.93 0.26 0.93 0.25 0.93 0.25
Asian 0.03 0.17 0.03 0.17 0.03 0.16
Black   0.02 0.13 0.01 0.12 0.02  0.13
Other 0.03 0.16 0.02 0.15 0.02 0.15
Age      
Under  22 0.06 0.24 0.05 0.22 0.07 0.25
22-29 years 0.15 0.36 0.15 0.36 0.16 0.37
30-39 years 0.25 0.43 0.26 0.44 0.25 0.43
40-49 yars 0.27 0.44 0.26 0.44 0.27 0.45
50-59 years 0.22 0.41 0.22 0.42 0.22 0.41
60+ 0.04 0.19 0.05 0.22 0.03 0.17
Standard Occupational Classification    
Managers 0.11 0.32 0.15 0.36 0.08 0.27
Professionals 0.12 0.32 0.13 0.34 0.11 0.31
Associate professionals 0.17 0.37 0.16 0.37 0.17 0.38
Clerical 0.19 0.39 0.09 0.28 0.28 0.45
Skilled  Trades 0.07 0.25 0.13 0.34 0.01 0.11
Personal Services  0.09 0.28 0.03 0.18 0.14 0.34
Sales 0.07 0.25 0.04 0.19 0.09 0.29
Operatives 0.07 0.26 0.13 0.34 0.02 0.15
Elementary 0.11 0.32 0.13 0.34 0.10 0.29
Establishment size      
100-499   0.33 0.47 0.38 0.49 0.28  0.45
500-999 0.08 0.27 0.09 0.29 0.07 0.26
1000+ 0.11 0.31 0.10 0.30 0.11 0.31
Standard Industrial Classification    
Manufacturing 0.15 0.35 0.23 0.42 0.07 0.26
Utilities 0.02 0.13 0.03 0.16 0.01 0.10
Construction 0.05 0.21 0.08 0.27 0.02 0.14
Wholesale and Retail  0.10 0.30 0.09 0.29 0.10 0.30
Hotels and Restaurants  0.03 0.16 0.02 0.14 0.03 0.17
Transport and Telecoms  0.06 0.24 0.10 0.30 0.03 0.18
Financial services  0.06 0.24 0.05 0.23 0.07 0.25
Other business services  0.11 0.32 0.12 0.33 0.11 0.31
Public Administration  0.08 0.28 0.08 0.28 0.08 0.28
Education   0.12 0.33 0.06 0.24 0.17 0.38
Health 0.16 0.37 0.07 0.25 0.24 0.43
Other community  services 0.06 0.24 0.06 0.24 0.06 0.24
Work Life Balance Practices:      
1)  Flexi-time 0.38 0.48 0.35 0.48 0.40 0.49
2)  Job-share 0.20 0.40 0.14 0.34 0.25 0.43
3) Working from home  0.14 0.35 0.16 0.37 0.12  0.32
4) Paid parental  leave 0.10 0.30 0.11 0.31 0.10 0.30
4) Workplace nursery 0.06 0.24 0.05 0.21 0.07 0.26
Percentage of female employees    
0% 0.01 0.08 0.01 0.12  
0-25% 0.24 0.43 0.44 0.50 0.07 0.26
25-50% 0.19 0.39 0.24 0.43 0.15 0.35
50-75% 0.31 0.46 0.24 0.43 0.37 0.48
75-00% 0.22 0.42 0.07 0.25 0.36 0.48
100% 0.03 0.16 0.05 0.22
Number of Observations  22345 10383 11962  
 
 Table 2A: Descriptive Statistics by gender, 1998 
Variable Mean Std. Dev. Mean Std. Dev. Mean  Std. Dev.
Female 0.51 0.50 0.00 0.00 1.00 0.00
Log(hours)  3.53 0.48 3.70 0.36 3.37 0.53
Log(pay)  5.41 0.80 5.70 0.68 5.12 0.81
Education     
Level  4+ 0.25 0.44 0.27 0.45 0.23 0.42
Level1-3 0.52 0.50 0.49 0.50 0.55 0.50
Other 0.00 0.02 0.00 0.02 0.00 0.02
Tenure(weeks)  278 189 290 192 266 185
Member of Union  0.40 0.49 0.45 0.50 0.36 0.48
Permanent contract  0.93 0.26 0.93 0.25 0.92 0.27
Fixed contract  0.03 0.18 0.03 0.17 0.04 0.19
Long Term Illness  0.05 0.23 0.06 0.24 0.05 0.21
Ethnic Origin    
White 0.95 0.21 0.96 0.20 0.95 0.21
Asian 0.02 0.12 0.02 0.12 0.02 0.13
Black   0.01 0.12 0.01 0.11 0.02  0.13
Other 0.02 0.12 0.01 0.12 0.01 0.12
Age    
Under  20 0.04 0.19 0.04 0.19 0.04 0.20
20-24 years 0.07 0.26 0.07 0.25 0.08 0.27
25-29 years 0.13 0.33 0.12 0.33 0.13 0.34
30-39 years 0.28 0.45 0.29 0.45 0.26 0.44
40-49 years 0.26 0.44 0.26 0.44 0.26 0.44
50-59 years 0.18 0.39 0.18 0.38 0.19 0.39
60+ 0.04 0.19 0.05 0.21 0.03 0.17
Standard Occupational Classification   
Managers 0.11 0.31 0.15 0.35 0.07 0.26
Professionals 0.17 0.38 0.18 0.39 0.16 0.36
Associate professionals 0.10 0.30 0.11 0.31 0.10 0.29
Clerical 0.21 0.40 0.08 0.27 0.33 0.47
Skilled  Trades 0.08 0.27 0.14 0.35 0.02 0.13
Personal Services  0.07 0.26 0.06 0.24 0.08 0.27
Sales 0.07 0.26 0.05 0.21 0.10 0.30
Operatives 0.09 0.28 0.13 0.34 0.04 0.20
Elementary 0.10 0.30 0.10 0.30 0.10 0.31
Establishment size    
100-499   0.40 0.49 0.44 0.50 0.36  0.48
500-999 0.09 0.28 0.10 0.30 0.07 0.26
1000+ 0.05 0.22 0.05 0.21 0.05 0.22
Standard Industrial Classification   
Manufacturing 0.14 0.35 0.21 0.41 0.08 0.27
Utilities 0.04 0.20 0.06 0.24 0.02 0.15
Construction 0.05 0.21 0.08 0.27 0.02 0.13
Wholesale and Retail  0.13 0.33 0.11 0.31 0.14 0.35
Hotels and Restaurants  0.04 0.20 0.03 0.18 0.05 0.22
Transport and Telecoms  0.06 0.24 0.10 0.29 0.03 0.17
Financial services  0.06 0.23 0.04 0.20 0.07 0.25
Other business services  0.09 0.29 0.09 0.29 0.09 0.28
Public Administration  0.10 0.30 0.11 0.31 0.09 0.29
Education   0.12 0.33 0.07 0.26 0.18 0.38
Health 0.12 0.33 0.04 0.21 0.20 0.40
Other community  services 0.05 0.21 0.05 0.21 0.04 0.21
Work Life Balance Practices:    
1)  Flexi-time 0.33 0.47 0.30 0.46 0.37 0.48
2)  Job-share 0.17 0.38 0.11 0.32 0.24 0.42
3) Working from home  0.11 0.31 0.14 0.35 0.08  0.28
4) Paid parental  leave 0.28 0.45 0.24 0.43 0.31 0.46
4) Workplace nursery 0.04 0.19 0.03 0.17 0.05 0.21
Percentage of female employees   
0% 0.01 0.08 0.01 0.11  
0-25% 0.25 0.43 0.44 0.50 0.07 0.26
25-50% 0.21 0.40 0.25 0.44 0.16 0.37
50-75% 0.30 0.46 0.23 0.42 0.36 0.48
75-00% 0.23 0.42 0.07 0.25 0.38 0.49
100% 0.01 0.09 0.01 0.12
Number of Observations  28186 13859 14327  
 
 Table 3: Satisfaction work itself 2004 
    (1) (2)                        (3) (4) (5) (7) (8) (9) (11) (12) (13) (15) (16)
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  Female  0.144***  0.134*** 0.139*** 0.130*** 0.132***
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(5.82) (5.83) (5.43) (5.55)

















    (2.75) (2.04) (0.01) (1.97) (2.85) (0.68) (2.44) (2.16) (0.24) (1.97) (2.27) (0.33) (2.01)



















  (3.99) (3.11) (3.83) (1.07) (4.32) (4.65) (1.87) (3.46) (3.80) (1.51) (3.63) (3.97) (1.57)

























    (5.53) (5.94) (3.47) (5.29) (5.45) (3.07) (5.10) (5.84) (3.40) (5.17) (6.04) (3.47) (5.49)

























    (3.78) (3.74) (2.26) (3.48) (3.64) (2.13) (3.52) (3.61) (2.20) (3.34) (3.74) (2.21) (3.56)
Education: other  -0.033 -0.026 -0.025 -0.013 -0.028 -0.022 -0.016 -0.022 -0.020 -0.009 -0.028 -0.022 -0.018
  (0.70) (0.55) (0.39) (0.19) (0.59) (0.35) (0.23) (0.46) (0.31) (0.14) (0.58) (0.34) (0.26)
Tenure  -0.000* -0.000 -0.000 -0.000 -0.000* -0.000 -0.000 -0.000 -0.000 -0.000 -0.000**
 
-0.001 -0.000
  (1.68) (1.63) (1.38) (1.15) (1.66) (1.27) (1.35) (1.58) (1.41) (1.02) (1.99) (1.60) (1.48)
Tenure Sq  0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000
  (0.74) (0.79) (0.46) (0.91) (0.67) (0.24) (1.03) (0.68) (0.47) (0.75) (0.94) (0.57) (1.08)





















  (4.16) (4.20) (2.89) (3.05) (2.76) (2.37) (1.67) (2.60) (2.26) (1.52) (2.67) (2.25) (1.61)













  (2.96) (3.31) (2.16) (2.26) (1.92) (1.56) (0.96) (2.13) (1.68) (1.11) (2.17) (1.64) (1.17)

























    (5.18) (6.12) (3.83) (4.84) (4.39) (2.97) (3.38) (5.25) (3.68) (3.88) (5.16) (3.54) (3.89)

























    (6.15) (5.43) (3.40) (3.64) (6.02) (3.75) (3.94) (5.35) (3.26) (3.68) (5.96) (3.60) (4.12)
Permanent job  0.071 0.082 0.070 0.071 0.068 0.087 0.040 0.080 0.082 0.063 0.076 0.086 0.052
  (1.39) (1.61) (0.85) (1.14) (1.34) (1.07) (0.64) (1.56) (1.00) (1.01) (1.52) (1.07) (0.84)
Fixed term job  0.123* 0.130* 0.093 0.174* 0.128* 0.108 0.169* 0.135* 0.109 0.178* 0.133* 0.116 0.165*
  (1.77) (1.87) (0.90) (1.86) (1.84) (1.04) (1.80) (1.94) (1.06) (1.90) (1.92) (1.13) (1.76)



















  (3.36) (3.31) (2.90) (1.39) (3.25) (2.88) (1.39) (3.18) (2.80) (1.40) (3.16) (2.85) (1.31)
Asian  0.079 0.053 0.174** -0.108 0.070 0.185** -0.092 0.044 0.149* -0.107 0.045 0.154* -0.110
  (1.36) (0.93) (2.19) (1.40) (1.20) (2.29) (1.19) (0.76) (1.86) (1.40) (0.78) (1.92) (1.43)
Black  -0.052 -0.088 0.038 -0.196* -0.044 0.077 -0.142 -0.080 0.035 -0.176 -0.060 0.050 -0.150
  (0.70) (1.18) (0.37) (1.80) (0.59) (0.75) (1.28) (1.08) (0.34) (1.61) (0.82) (0.49) (1.37)

















    (2.22) (2.41) (0.97) (2.62) (2.15) (0.90) (2.22) (2.34) (1.00) (2.49) (2.28) (1.01) (2.29)





















  (4.10) (3.42) (3.56) (1.57) (4.14) (4.09) (2.16) (3.47) (3.68) (1.62) (3.64) (3.74) (1.83)



















  (3.64) (3.06) (3.85) (0.98) (3.71) (4.50) (1.31) (3.14) (3.95) (1.02) (3.43) (4.14) (1.29)





















    (4.20) (3.57) (3.81) (1.82) (4.26) (4.48) (2.16) (3.65) (3.84) (1.93) (3.87) (3.99) (2.13)Age 50-59  -0.273***                          -0.225*** -0.316*** -0.183* -0.276*** -0.382*** -0.221** -0.228*** -0.316*** -0.191** -0.241*** -0.328*** -0.208**
  (4.23) (3.57) (3.68) (1.94) 
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(4.27) (4.33) (2.30) (3.62) (3.68) (2.01) (3.80) (3.79) (2.19) 
Age 60+  -0.173* -0.109 -0.151 -0.116 -0.175* -0.240**
 
-0.163 -0.111 -0.150 -0.128 -0.127 -0.165 -0.145
  (1.85) (1.19) (1.26) (0.83) (1.88) (1.97) (1.13) (1.22) (1.26) (0.90) (1.38) (1.37) (1.02)

























    (7.40) (7.52) (6.00) (4.50) (7.41) (6.06) (4.27) (7.53) (5.95) (4.56) (7.27) (5.76) (4.40)











    (1.67) (2.32) (1.37) (2.23) (1.67) (0.93) (1.93) (2.33) (1.34) (2.34) (2.08) (1.15) (2.30)
Construction  0.147***
 
0.130** 0.120** 0.152 0.148***
 
0.130** 0.210* 0.127** 0.118** 0.147 0.132** 0.126** 0.147
  (2.88) (2.55) (2.10) (1.29) (2.86) (2.26) (1.76) (2.46) (2.04) (1.25) (2.56) (2.19) (1.23)







































  (4.64) (3.86) (3.42) (1.51) (4.90) (4.11) (2.00) (4.29) (3.62) (1.60) (4.18) (3.53) (1.51)
Transport and Tele  -0.001 0.002 -0.004 -0.017 -0.006 -0.003 -0.046 -0.004 -0.009 -0.023 -0.007 -0.007 -0.044
  (0.02) (0.05) (0.07) (0.19) (0.13) (0.05) (0.50) (0.08) (0.17) (0.26) (0.16) (0.13) (0.50)

























    (4.93) (5.06) (3.75) (4.09) (4.59) (3.41) (4.11) (4.54) (3.43) (4.03) (4.65) (3.45) (4.15)
Other business SS  0.046 0.001 -0.026 -0.016 0.052 0.038 0.008 0.011 -0.015 -0.022 0.017 -0.003 -0.025
  (1.19) (0.02) (0.51) (0.26) (1.31) (0.73) (0.12) (0.28) (0.29) (0.33) (0.42) (0.06) (0.38)
-0.000 -0.098**
 
Public Admin  -0.056 -0.185***
 

























































  (6.96) (5.58) (2.59) (3.45) (5.61) (3.59) (2.78) (4.39) (2.78) (2.08) (4.54) (2.96) (2.11)

























    (6.10) (5.19) (3.59) (3.28)
 




















  (4.12) (3.40) (3.93) (0.05) (4.19) (4.27) (0.74) (3.51) (3.95) (0.05) (3.54) (3.93) (0.15)
Ass Professional  -0.105***
 
  -0.064* -0.051 -0.030 -0.102***
 
  -0.084 -0.077 -0.060 -0.054 -0.025 -0.067* -0.057 -0.035
























    (8.70) (7.57) (5.74) (4.25) (8.54) (5.94) (5.15) (7.42) (5.66) (4.11) (7.69) (5.69) (4.35)



















  (4.81) (3.04) (2.55) (0.85) (4.93) (4.01) (1.41) (3.27) (2.83) (0.83) (3.61) (3.01) (0.90)
Personal SS  -0.049 0.031 -0.101 0.114* -0.057 -0.175**
 
0.019 0.022 -0.096 0.107 0.013 -0.103 0.092














































































    (8.33)
 











  Flexi-time  0.194*** 0.188*** 0.205*** 0.199*** 0.191*** 0.212***
                           (8.22) (5.58) (6.27) (8.43) (5.68) (6.49)
Work Home                         
                       
                       
             
                       
             
             
                       
               
                   
              
             
              
             
              
             
              
             
        
                  
           
              
              
              
                         
0.050** 0.061 0.042 0.048* 0.063 0.035
  (1.98) (1.40) (1.34) (1.88) (1.47) (1.11)











    (6.52) (4.93) (3.77) (6.62) (4.91) (3.99)











    (4.39) (3.28) (3.37) (4.54) (3.36) (3.44)








    0% female  0.040 -0.533** 0.040 -0.527** 0.035 -0.544**
  (0.32) (2.06) (0.33) (2.10) (0.29) (2.16)







  (2.76) (3.14) (0.67) (2.87) (3.22) (0.71) (2.59) (3.20) (0.78)







  (2.46) (2.96) (0.75) (3.00) (3.16) (0.85) (2.61) (3.12) (0.93)







  (3.94) (3.36) (0.90) (4.48) (3.60) (0.98) (4.15) (3.58) (1.07)


























Flexibility factor  0.240***  0.202***  0.266***
  (5.87) (3.30) (4.94)
Family factor  -0.042  0.036 -0.103*
  (0.97) (0.54) (1.83)
Observations  20927 20908 9764 11144 20927 9769 11158 20908 9764 11144 20908 9764 11144
Robust z statistics in parentheses   
* significant at 10%; ** significant at 5%; *** significant at 1%   
Non-response of WLB practices controlled for in all specifications. 
Hubert-White Standard errors accounting for the fact that the sample may not be random obtained the z-statistics in parenthesis. All estimations use sample weights 
provided by WERS04 
 
 Table 4:   Satisfaction with pay, 2004.  
       
        (1) (2) (3) (4)                    (5) (7) (8) (9) (11) (12) (13) (15) (16)
                        
















  Female  0.142***  0.126*** 0.150*** 0.136*** 0.143***
  (6.28)                
                       
                         
                       
       
                         
       
                         
               
                       
                         
 
                         
       
                         
       
                         
 
                       
                       
                         
                   
                         
                     
                 
                         
             
                         
       
                       
                       
(5.57) (6.43)  (5.85)  (6.16)

























    (13.98) (13.71) (6.99) (11.41) (13.95) (7.15) (11.59) (13.70) (6.98) (11.39) (13.67) (6.95) (11.37)

























    (15.95) (15.48) (12.71) (10.08) (15.50) (13.02)
 
(9.87) (15.04) (12.50) (9.72) (15.03) (12.66) (9.64)

















    (2.85) (3.24) (1.85) (2.77) (2.85) (1.50) (2.69) (3.22) (1.80) (2.80) (3.49) (1.94) (3.10)



















  (2.30) (2.18) (2.38) (0.88) (2.35) (2.34) (1.18) (2.23) (2.39) (0.96) (2.45) (2.44) (1.19)





































    (5.69) (5.47) (3.87) (4.41) (5.69) (3.63) (5.12) (5.46) (3.79) (4.52) (6.03) (4.01) (5.19)























    (4.89) (4.84) (2.80) (4.55) (4.90) (2.45) (5.17) (4.81) (2.71) (4.67) (5.18) (2.82) (5.16)

















    (3.22) (3.36) (1.60) (3.13) (3.64) (1.74) (3.67) (3.53) (1.62) (3.60) (3.47) (1.52) (3.60)

















    (3.65) (4.03) (0.73) (4.96) (3.91) (0.65) (5.11) (4.13) (0.70) (5.32) (4.09) (0.68) (5.30)























    (2.86) (3.65) (2.22) (3.35) (3.16) (1.83) (3.21) (3.82) (2.34) (3.74) (3.84) (2.30) (3.68)

























    (6.03) (5.40) (3.60) (2.56) (5.98) (4.03) (2.80) (5.46) (3.66) (2.61) (5.81) (3.81) (2.91)

























    (3.95) (3.71) (2.66) (3.11) (3.88) (2.62) (3.41) (3.66) (2.67) (3.00) (3.69) (2.63) (3.15)
Fixed term job  -0.133**
 
-0.131* -0.185* -0.076 -0.133**
 
-0.186* -0.080 -0.131* -0.189* -0.075 -0.133**
 
-0.187* -0.084
  (1.98) (1.94) (1.82) (0.83) (1.99) (1.83) (0.89) (1.94) (1.85) (0.82) (1.99) (1.84) (0.93)

























    (3.85) (3.92) (2.56) (2.74) (3.84) (2.43) (2.65) (3.87) (2.51) (2.69) (3.81) (2.45) (2.59)
Asian  -0.012 -0.044 0.069 -0.216***
 




  -0.033 0.075 -0.211***
    (0.21) (0.73) (0.83) (2.91) (0.06) (1.26) (2.42) (0.59) (0.97) (2.88) (0.56) (0.92) (2.83)











    (1.52) (2.09) (0.35) (2.49) (1.56) (0.07) (2.09) (2.12) (0.40) (2.57) (1.78) (0.30) (2.22)

















    (2.17) (2.39) (0.78) (2.62) (2.20) (0.78) (2.27) (2.39) (0.79) (2.69) (2.28) (0.83) (2.36)

























    (9.04) (8.53) (8.01) (4.62) (8.99) (8.24) (5.05) (8.50) (7.97) (4.66) (8.62) (7.97) (4.88)

























    (7.10) (6.44) (7.64) (2.56) (7.10) (8.13) (2.98) (6.46) (7.65) (2.61) (6.85) (7.79) (3.04)
 Age 40-49  -0.416***                        -0.370*** -0.535*** -0.313*** -0.416*** -0.599*** -0.338*** -0.372*** -0.536*** -0.313*** -0.395*** -0.556*** -0.342*** 
  (7.19) (6.42) (6.66) (3.51) (7.22) (7.40) (3.85) (6.47) (6.69) (3.55) (6.86) (6.90) (3.90) 
Age 50-59  -0.492***
 
                       
                         
       
                         
                     
                       
                       
                         
                     
                       
                 
           
         
                         
                         
                       
                       
                 
                       
 
                         
                         
                         
                     
                         
                         
                         
       
                         
     
                         
 
               
       
                         
       
                         
             
                         
       
























    (6.60) (5.85) (6.78) (2.68) (6.62) (7.44) (3.06) (5.87) (6.78) (2.71) (6.16) (6.90) (3.00)



















  (3.93) (3.18) (3.80) (1.47) (3.95) (4.55) (1.76) (3.21) (3.80) (1.49) (3.45) (3.91) (1.68)
Age Sq  0.005***
 
0.004** 0.005** 0.004 0.005***
 
0.005** 0.004 0.004** 0.004** 0.004 0.004** 0.004** 0.004
  (2.74) (2.49) (2.22) (1.45) (2.75) (2.56) (1.38) (2.47) (2.14) (1.43) (2.35) (1.99) (1.40)
Utilities  0.085 0.047 -0.072 0.259** 0.084 -0.041 0.308***
 
  0.046 -0.072 0.263** 0.058 -0.057 0.262**
  (1.16) (0.64) (0.80) (2.20) (1.15) (0.45) (2.67) (0.63) (0.80) (2.25) (0.80) (0.64) (2.28)
Construction  0.128***
 
0.108** 0.120** 0.109 0.128***
 
0.128** 0.152 0.103** 0.117** 0.082 0.112** 0.125** 0.081
  (2.66) (2.26) (2.20) (1.00) (2.63) (2.31) (1.36) (2.13) (2.14) (0.74) (2.30) (2.27) (0.72)
Wholesale   -0.025 -0.042 0.068 -0.181***
 





    (0.63) (1.06) (1.34) (2.62) (0.44) (1.67) (2.17) (0.76) (1.44) (2.25) (0.63) (1.47) (2.28)












  0.048 0.350***
 
  -0.252***
    (1.15) (0.28) (2.98) (2.89) (1.38) (3.55) (2.03) (0.73) (3.25) (2.51) (0.68) (3.19) (2.62)
Transport and Tele  0.011 0.013 -0.041 0.152* 0.018 -0.024 0.129 0.018 -0.035 0.158* 0.020 -0.027 0.135
  (0.27) (0.30) (0.81) (1.85) (0.43) (0.49) (1.55) (0.42) (0.68) (1.92) (0.46) (0.53) (1.64)

























    (4.90) (5.30) (3.90) (4.27) (4.35) (3.14) (3.73) (4.50) (3.33) (3.68) (4.42) (3.20) (3.79)









  (0.95) (2.35) (3.05) (1.11) (0.51) (1.52) (0.07) (1.73) (2.57) (0.59) (1.55) (2.40) (0.66)























    (4.89) (7.40) (6.94) (4.14) (4.44) (5.07) (1.88) (6.71) (6.41) (3.56) (6.78) (6.50) (3.55)
Education  0.053 0.043 0.036 -0.046 0.075* 0.102 -0.026 0.074* 0.083 -0.007 0.078* 0.097 -0.021
  (1.29) (1.06) (0.56) (0.71) (1.70) (1.48) (0.38) (1.67) (1.19) (0.10) (1.76) (1.40) (0.32)




0.002 -0.020 -0.018 -0.062 -0.091 -0.071 -0.051 -0.071 -0.071
  (0.61) (2.23) (1.29) (2.02) (0.05) (0.26) (0.28) (1.40) (1.19) (1.07) (1.16) (0.93) (1.07)
Other community  -0.030 -0.082* -0.052 -0.128 -0.014 0.020 -0.062 -0.057 -0.034 -0.084 -0.054 -0.030 -0.096




















  (2.77) (2.02) (2.98) (1.76) (2.87) (3.60) (1.01) (2.19) (3.12) (1.66) (2.14) (3.20) (1.67)











































    (4.37) (3.26) (2.11) (1.78)
 
(4.51) (2.52) (3.00) (3.42) (2.09) (2.04) (3.57) (2.19) (2.14)



















  (5.28) (3.30) (2.74) (0.24) (5.16) (4.01) (0.48) (3.37) (2.76) (0.26) (3.74) (2.95) (0.13)



















































  (4.69) (2.78) (2.16) (0.43) (4.68) (3.45) (1.41) (2.92) (2.23) (0.43) (3.29) (2.40) (0.80)
Elementary  -0.112** -0.028 -0.082 0.151** -0.122*** -0.156** 0.032 -0.043 -0.093 0.133* -0.053 -0.097 0.114
   (2.41)                          (0.60) (1.32) (2.07) (2.61) (2.50) (0.44) (0.91) (1.48) (1.82) (1.14) (1.56) (1.56)
Flexi-time    0.171***
 
           
             
                       
             
                       
             
                       
             
             
                       
     
             
                
              
                
              
                 
              
              
              
      
              
           
              
            
              











     
  (7.37) (4.81) (5.97) (7.34) (4.80) (5.89)











    (5.29) (3.06) (4.02) (5.37) (3.12) (4.18)











    (8.14) (5.58) (5.19) (8.12) (5.65) (5.11)











    (5.19) (4.34) (3.36) (5.23) (4.45) (3.31)








  0% female  -0.054  -0.374  -0.044  -0.339  -0.058  -0.359 
  (0.39)  (1.41)  (0.32)  (1.26)  (0.43) (1.33)
0-25% female  0.154**  -0.193  0.095 0.158**  -0.160 0.104 0.168** -0.159 0.073
  (2.31)  (0.82)  (0.44)  (2.37)  (0.66) (0.48) (2.52) (0.66) (0.33)
25-50% female  0.158**  -0.183  0.023 0.128**  -0.185 0.010 0.148** -0.175 -0.019
  (2.47)  (0.78)  (0.11)  (2.01)  (0.77) (0.05) (2.31) (0.72) (0.09)
50-75% female  0.118*  -0.234  0.017 0.089 -0.245 0.012 0.105* -0.240 -0.021
  (1.95)  (1.00)  (0.08)  (1.48)  (1.01) (0.06) (1.73) (0.99) (0.10)




















Flexibility factor  0.321***  0.286***  0.343***
  (8.06) (4.70) (6.61)
Family factor  -0.112***  -0.048  -0.158***
  (2.59) (0.71) (2.91)
Observations  20910 20890 9762 11128 20910 9767 11143 20890 9762 11128 20890 9762 11128
Robust z statistics in parentheses   
* significant at 10%; ** significant at 5%; *** significant at 1%   
Non-response of WLB practices controlled for in all specifications.. 
Ordered probit on a 5 point likert scale of satisfaction with pay. All specifications include personal characteristics and occupational dummies, firm characteristics and 
industry dummies as per Table 1A in the appendix. Hubert-White Standard errors accounting for the fact that the sample may not be random obtained the z-statistics in 
parenthesis. All estimations use sample weights provided by WERS04. 
 
 Table 5:   Satisfaction with autonomy, 2004. 
        (1) (2) (3) (4)                    (6) (7) (8) (10) (11) (12) (14) (15) (16)
                          
















  0.061*** 0.049** 0.060** 0.050** 0.050** Female 
(2.69) (2.17)                   
                         
     
                         
                       
                       
  -0.121**                       
         
                         
                         
                         
                         
                       
                       
                       
                       
                         
                         
                         
                         
                       
                         
                       
                 
                 
                       
                 
                   
           
                     
             
                 














































































(6.49) (7.16) (5.75) (4.50) (6.49) (5.12) (4.31) (7.11) (5.72) (4.44) (7.39) (5.77) (4.87)  
-0.171***
 























    (5.31) (5.26) (4.58) (2.85) (5.20) (4.37) (3.07) (5.16) (4.53) (2.78) (5.31) (4.49) (3.06)















    (2.65) (2.49) (1.55) (2.13) (2.53) (1.49) (2.17) (2.38) (1.44) (2.12) (2.48) (1.42) (2.23)
Tenure  -0.000 -0.000 -0.000 -0.000 -0.000 -0.000 -0.000 -0.000 -0.000 -0.000 -0.000* -0.001 -0.000
  (1.18) (1.17) (1.22) (0.62) (1.23) (1.07) (0.95) (1.18) (1.28) (0.56) (1.69) (1.54) (1.11)
Tenure Sq  0.000* 0.000* 0.000 0.000 0.000* 0.000 0.000* 0.000* 0.000 0.000 0.000** 0.000 0.000*
  (1.76) (1.89) (1.41) (1.51) (1.79) (1.12) (1.76) (1.87) (1.45) (1.45) (2.20) (1.61) (1.82)

























    (7.54) (7.53) (5.74) (4.98) (6.89) (5.52) (4.30) (6.58) (5.17) (4.22) (6.65) (5.19) (4.25)

























    (4.38) (4.92) (3.30) (3.85) (3.93) (2.76) (3.01) (4.24) (2.88) (3.31) (4.21) (2.79) (3.34)

























    (8.19) (9.60) (6.42) (7.37) (7.86) (5.31) (6.00) (9.12) (6.16) (6.94) (8.77) (5.89) (6.73)

























    (9.42) (8.34) (5.73) (5.48) (9.13) (6.26) (5.83) (8.15) (5.53) (5.40) (9.02) (5.95) (6.12)
Permanent job  0.053 0.077 0.087 0.057 0.054 0.088 0.016 0.077 0.093 0.053 0.070 0.094 0.039
  (1.13) (1.63) (1.15) (1.03) (1.15) (1.16) (0.29) (1.64) (1.23) (0.96) (1.52) (1.26) (0.69)
Fixed term job  0.016 0.020 -0.003 0.051 0.019 0.004 0.045 0.025 0.004 0.053 0.021 0.009 0.039
  (0.24) (0.30) (0.03) (0.56) (0.29) (0.04) (0.50) (0.37) (0.04) (0.59) (0.32) (0.10) (0.43)

























    (4.64) (4.61) (3.06) (3.63) (4.61) (3.10) (3.57) (4.55) (3.00) (3.61) (4.59) (3.13) (3.48)
Asian  0.130** 0.085 0.178** -0.048 0.119** 0.203***
 
-0.000 0.073 0.158** -0.045 0.077 0.160** -0.038
  (2.29) (1.52) (2.32) (0.62) (2.09) (2.58) (0.00) (1.31) (2.04) (0.59) (1.39) (2.07) (0.50)
Black  0.102 0.059 0.267***
 
  -0.128 0.104 0.308***
 
  -0.075 0.062 0.264***
 
  -0.119 0.091 0.289***
 
  -0.084
  (1.42) (0.84) (2.87) (1.29) (1.44) (3.01) (0.77) (0.88) (2.81) (1.20) (1.26) (3.00) (0.83)
Other ethnic  -0.084 -0.113 0.044 -0.297***
 





    (1.10) (1.43) (0.39) (3.01)
 
(1.10) (0.52) (2.49) (1.41) (0.38) (2.94) (1.29) (0.40) (2.63)















  (2.74) (1.69) (3.12) (0.64) (2.73) (3.87) (0.12) (1.69) (3.14) (0.62) (1.97) (3.27) (0.34)










  0.070 -0.065 -0.202***
 
  0.046
  (2.02) (1.01) (2.81) (1.14) (2.01) (3.84) (0.67) (1.03) (2.85) (1.12) (1.47) (3.12) (0.72)
Age 40-49  -0.207*** -0.154*** -0.255*** -0.072 -0.206*** -0.332*** -0.099 -0.155***  -0.254***  -0.074 -0.169***  -0.266***  -0.094
   (3.87)                          (2.92) (3.44) (0.92) (3.83) (4.51) (1.24) (2.92) (3.44) (0.93) (3.15) (3.58) (1.17)
Age 50-59  -0.245***
 
                   
       
                         
                       
                         
   
                         
                         
                         
                   
                         
                         
                         
                   
                *** -0.197***  -0.085 
(0.62) (3.63) (3.79) (0.95) 
Financial services  -0.287*** -0.295*** -0.356*** -0.270*** -0.296*** -0.350*** -0.265*** -0.293*** -0.357*** -0.254*** -0.302*** -0.360*** -0.269*** 
  (6.73) (6.97) (5.92) (4.06) (6.62) (5.44) (3.80) (6.59) (5.58) (3.69) (6.76) (5.62) (3.89) 
Other business SS  -0.012  -0.083** -0.106** -0.070  -0.014  -0.033  -0.002 -0.079**  -0.106**  -0.054 -0.070*  -0.094*  -0.056 
  (0.32) (2.18) (2.17) (1.09) (0.36) (0.66) (0.02) (2.01) (2.09) (0.81) (1.79) (1.87) (0.86) 
Public Admin  -0.099**  -0.265*** -0.299*** -0.248*** -0.109**  -0.172*** -0.055  -0.265*** -0.304*** -0.235*** -0.261*** -0.307*** -0.223*** 
  (2.38) (6.18) (5.08) (3.64) (2.54) (2.89) (0.81) (6.02) (5.03) (3.36) (5.96) (5.06) (3.22) 
Education  0.114*** 0.138*** 0.206*** 0.081  0.120*** 0.217*** 0.063 0.154***  0.227***  0.103 0.130***  0.223***  0.069 
  (2.76) (3.33) (3.23) (1.25) (2.67) (3.11) (0.90) (3.41) (3.23) (1.50) (2.89) (3.19) (1.00) 
Health  0.138***  0.067* 0.011  0.103* 0.138***  0.084  0.174***  0.065 0.013 0.108 0.073 0.023 0.108 
  (3.51) (1.68) (0.16) (1.71) (3.13) (1.10) (2.60) (1.46) (0.16) (1.62) (1.64) (0.30) (1.62) 
Other community  0.078 0.015 0.008 0.038 0.067 0.075 0.081 0.013 0.002 0.046 0.015 0.011 0.034 
  (1.58) (0.31) (0.12) (0.47) (1.33) (1.15) (0.98) (0.27) (0.03) (0.57) (0.29) (0.17) (0.42) 
Professional  -0.393*** -0.356*** -0.374*** -0.313*** -0.392*** -0.390*** -0.379*** -0.358*** -0.374*** -0.317*** -0.357*** -0.370*** -0.325*** 
  (9.72) (8.78) (7.15) (4.85) (9.64) (7.45) (5.91) (8.77) (7.11) (4.92) (8.79) (7.07) (5.03) 
Ass Professional  -0.343*** -0.292*** -0.247*** -0.326*** -0.341*** -0.281*** -0.390*** -0.291*** -0.247*** -0.323*** -0.295*** -0.245*** -0.333*** 
  (8.98) (7.65) (4.84) (5.45) (8.91) (5.48) (6.56) (7.58) (4.83) (5.40) (7.72) (4.81) (5.58) 
Clerical  -0.443*** -0.397*** -0.307*** -0.441*** -0.439*** -0.321*** -0.510*** -0.394*** -0.303*** -0.440*** -0.399*** -0.298*** -0.453*** 
  (11.40)  (10.01)  (5.10) (7.47) (11.27)  (5.43) (8.70) (9.92) (5.06) (7.44) (10.16)  (5.00) (7.70) 
Skilled trades  -0.424*** -0.312*** -0.320*** -0.146  -0.425*** -0.408*** -0.260*  -0.320*** -0.328*** -0.142  -0.338*** -0.334*** -0.161 
  (8.74) (6.33) (5.77) (1.00) (8.58) (7.32) (1.79) (6.38) (5.80) (0.98) (6.80) (5.96) (1.10) 
Personal SS  -0.410*** -0.300*** -0.346*** -0.288*** -0.410*** -0.442*** -0.419*** -0.303*** -0.342*** -0.292*** -0.312*** -0.344*** -0.313*** 
  (8.60) (6.23) (3.99) (4.23) (8.56) (5.12) (6.19) (6.28) (3.92) (4.28) (6.48) (3.97) (4.59) 
Sales  -0.511*** -0.427*** -0.396*** -0.432*** -0.514*** -0.457*** -0.536*** -0.431*** -0.398*** -0.435*** -0.440*** -0.402*** -0.451*** 
  (10.14)  (8.40) (5.17) (5.78) (10.23)  (6.04) (7.20) (8.50) (5.22) (5.81) (8.69) (5.29) (6.01) 
Operatives  -0.636*** -0.521*** -0.501*** -0.552*** -0.636*** -0.600*** -0.654*** -0.527*** -0.509*** -0.544*** -0.549*** -0.518*** -0.583*** 
  (12.81)  (10.41)  (8.41) (5.37) (12.70)  (10.02)  (6.33) (10.46)  (8.45) (5.31) (10.94)  (8.62) (5.73) 
Elementary  -0.438*** -0.331*** -0.358*** -0.254*** -0.432*** -0.438*** -0.375*** -0.330*** -0.359*** -0.249*** -0.344*** -0.364*** -0.268*** 


















  (3.55) (2.54) (2.65) (1.15) (3.54) (3.75) (1.55) (2.55) (2.67) (1.16) (2.73) (2.76) (1.36)
Age 60+  -0.121 -0.023 -0.127 0.087 -0.120 -0.258**
 
0.030 -0.024 -0.127 0.083 -0.040 -0.137 0.061
  (1.23) (0.23) (1.02) (0.57) (1.22) (2.11) (0.19) (0.24) (1.03) (0.54) (0.40) (1.10) (0.39)























  (4.84) (4.56) (3.64) (2.61) (4.86) (4.38) (2.37) (4.57) (3.66) (2.61) (4.25) (3.42) (2.42)
Utilities  -0.071 -0.129 -0.151 -0.062 -0.070 -0.113 0.014 -0.128 -0.151 -0.061 -0.105 -0.131 -0.052
  (0.85) (1.60) (1.57) (0.44) (0.83) (1.12) (0.10) (1.59) (1.56) (0.44) (1.29) (1.35) (0.37)
Construction  0.148***
 
0.126** 0.098* 0.220* 0.154***
 
0.113** 0.296** 0.127** 0.099* 0.211* 0.133***
 
0.110** 0.200
  (2.91) (2.49) (1.75) (1.76) (3.01) (2.02) (2.35) (2.49) (1.78) (1.69) (2.61) (1.98) (1.58)
Wholesale   0.060 0.045 0.059 0.018 0.064 0.092* 0.028 0.053 0.071 0.028 0.056 0.080 0.023
  (1.50) (1.12) (1.15) (0.26) (1.59) (1.79) (0.40) (1.31) (1.37) (0.40) (1.39) (1.54) (0.33)
Hospitality  0.225***
 




0.126 0.165** 0.251** 0.076 0.152** 0.239** 0.052


















 Flexi-time    0.340*** 0.354*** 0.328***       0.343*** 0.356*** 0.330***      
    (14.57) (10.66) (10.11)       (14.68) (10.75) (10.17)      
Work Home   0.072***  0.093**  0.053*     0.071***  0.094**  0.051*     
    (2.97) (2.29) (1.75)       (2.92) (2.32) (1.68)      
Job Share    0.307*** 0.295*** 0.295***       0.306*** 0.290*** 0.299***      
    (9.64) (6.74) (6.43)       (9.58) (6.62) (6.48)      
Paid leave    0.093*** 0.069  0.137***       0.095*** 0.071  0.138***      
    (2.80) (1.47) (2.95)       (2.86) (1.51) (2.97)      
Nursery   0.056  0.138**  -0.017     0.056  0.137**  -0.016     
    (1.35) (2.05) (0.33)       (1.37) (2.05) (0.31)      
0% female       0.090    0.106    0.092   
       (0.33)    (0.39)    (0.34)   
0-25% female      -0.202*  -0.121  -0.143  -0.214**  -0.111 -0.160 -0.191*  -0.103 -0.178 
      (1.91)  (0.48)  (0.59)  (2.09)  (0.44) (0.68) (1.85) (0.41) (0.75) 
25-50% female      -0.134  -0.039  -0.149  -0.182*  -0.064 -0.188 -0.153 -0.053 -0.206 
      (1.25)  (0.15)  (0.62)  (1.76)  (0.26) (0.82) (1.48) (0.21) (0.89) 
50-75% female      -0.197*  -0.111  -0.193  -0.243**  -0.143 -0.223 -0.220**  -0.139 -0.246 
      (1.86)  (0.44)  (0.82)  (2.37)  (0.57) (0.98) (2.13) (0.56) (1.08) 
75-99% female      -0.179*  -0.056  -0.187  -0.200*  -0.077 -0.191 -0.189*  -0.072 -0.231 
      (1.66)  (0.22)  (0.79)  (1.92)  (0.30) (0.84) (1.80) (0.28) (1.01) 
100% female      -0.105   -0.103  -0.113   -0.094  -0.112   -0.146 
      (0.89)   (0.42)  (0.98)   (0.40)  (0.97)   (0.62) 
Flexibility factor            0.508***  0.519***  0.491*** 
            (12.62)  (8.72)  (9.07) 
Family factor            -0.234***  -0.217***  -0.246*** 
            (5.48)  (3.34)  (4.44) 
Observations  20806 20787 9713  11074 20806 9718  11088 20787 9713  11074 20787 9713  11074 
Ordered probit on a 5 point likert scale of satisfaction with the autonomy. All specifications include personal characteristics and occupational dummies, firm 
characteristics and industry dummies as per Table 1A in the appendix. Hubert-White Standard errors accounting for the fact that the sample may not be random obtained 
the z-statistics in parenthesis.. All estimations use sample weights provided by WERS04 
 
 Table A3:   Satisfaction with pay 1998  
  (1) (2) (3) (4) (5) (7) (8) (9) (11)  (12)  (13)  (15)  (16) 
  full full male  female  full male  female full  male  female full  male  female 
Female  0.305***  0.287***    0.305***    0.291***    0.292***    
  (10.67)  (9.96)    (10.47)    (9.86)    (9.92)    
Hours (log)  -0.880*** -0.870*** -0.822*** -0.826*** -0.879*** -0.838*** -0.838*** -0.868*** -0.821*** -0.821*** -0.865*** -0.824*** -0.819*** 
  (20.04) (20.13) (12.66) (14.37) (19.99) (12.41) (14.42) (20.07) (12.59) (14.30) (19.78) (12.28) (14.20) 
Pay (log)  0.705*** 0.699*** 0.863*** 0.599*** 0.701*** 0.863*** 0.603*** 0.693*** 0.864*** 0.583*** 0.687*** 0.851*** 0.584*** 
  (19.74) (19.98) (16.74) (12.47) (19.53) (15.84) (12.49) (19.71) (16.52) (12.23) (19.30) (15.68) (12.22) 
Education: higher  -0.237*** -0.269*** -0.214*** -0.363*** -0.238*** -0.187*** -0.328*** -0.268*** -0.216*** -0.363*** -0.268*** -0.212*** -0.362*** 
  (4.80) (5.49) (3.11) (5.78) (4.88) (2.68) (5.30) (5.52) (3.14) (5.85) (5.44) (3.00) (5.85) 
Education: 
medium 
-0.101*** -0.113*** -0.101*  -0.138*** -0.102*** -0.094*  -0.124** -0.113***  -0.102*  -0.140***  -0.111***  -0.100*  -0.138*** 
  (2.71) (3.04) (1.95) (2.84) (2.72) (1.79) (2.58) (3.04) (1.96) (2.90) (2.95) (1.89) (2.86) 
Education: other  0.151 0.103 -0.024  0.323 0.145 0.034 0.370 0.097 -0.022  0.340 0.150 0.045 0.382 
  (0.42) (0.30) (0.03) (0.97) (0.40) (0.04) (1.06) (0.28) (0.03) (1.03) (0.43) (0.05) (1.14) 
Tenure  -0.001** -0.001** -0.001** -0.001*  -0.001** -0.001** -0.000  -0.001** -0.001** -0.001*  -0.001***  -0.001** -0.001* 
  (2.31) (2.51) (2.42) (1.67) (2.33) (2.32) (1.44) (2.52) (2.44) (1.69) (2.60) (2.46) (1.72) 
Tenure Sq  0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 0.000 
  (0.32) (0.49) (0.81) (0.29) (0.35) (0.79) (0.08) (0.51) (0.84) (0.32) (0.59) (0.90) (0.33) 
Firm Size 100-499  -0.031 -0.039**  -0.025 -0.055**  -0.033*  -0.019 -0.053** -0.040** -0.027  -0.060** -0.039** -0.024  -0.063** 
  (1.62) (2.09) (0.92) (2.10) (1.74) (0.68) (2.02) (2.12) (0.99) (2.27) (2.10) (0.86) (2.40) 
Firm Size 500-999  -0.018 -0.030 -0.005 -0.057 -0.020 0.004  -0.053 -0.030 -0.006 -0.062 -0.036 -0.011 -0.071 
  (0.61) (0.98) (0.12) (1.24) (0.66) (0.10) (1.14) (0.98) (0.15) (1.33) (1.16) (0.26) (1.53) 
Firm Size 1000+  0.049 0.025 0.087 -0.042  0.046 0.121*  -0.035  0.021 0.085 -0.056  0.021 0.096 -0.066 
  (1.05) (0.53) (1.31) (0.69) (0.98) (1.73) (0.57) (0.47) (1.27) (0.91) (0.45) (1.40) (1.08) 
Union member  -0.019 -0.020 -0.043 0.023  -0.014 -0.032 0.033  -0.016 -0.040 0.029  -0.014 -0.037 0.033 
  (0.75) (0.78) (1.20) (0.62) (0.53) (0.91) (0.86) (0.64) (1.15) (0.77) (0.53) (1.04) (0.87) 
Permanent job  -0.094** -0.097** -0.180** -0.073  -0.094** -0.180** -0.069  -0.097** -0.182** -0.073  -0.091** -0.177** -0.068 
  (2.04) (2.11) (2.35) (1.27) (2.04) (2.35) (1.20) (2.10) (2.36) (1.26) (1.99) (2.32) (1.19) 
Fixed term job  -0.096 -0.097 -0.096 -0.139 -0.097 -0.092 -0.142 -0.098 -0.095 -0.142 -0.095 -0.091 -0.139 
  (1.47) (1.47) (0.96) (1.54) (1.48) (0.93) (1.60) (1.48) (0.96) (1.58) (1.45) (0.93) (1.55) 
Bad health  -0.189*** -0.198*** -0.244*** -0.100*  -0.189*** -0.246*** -0.075  -0.198*** -0.242*** -0.102*  -0.201*** -0.251*** -0.096* 
  (4.30) (4.62) (3.87) (1.77) (4.32) (3.89) (1.29) (4.62) (3.85) (1.79) (4.65) (3.95) (1.69) 
Asian  -0.011 -0.012 0.209  -0.210**  -0.012 0.200  -0.200** -0.012  0.208  -0.208** -0.018  0.208  -0.215** 
  (0.08) (0.09) (0.84) (2.44) (0.09) (0.78) (2.27) (0.09) (0.84) (2.43) (0.13) (0.81) (2.52) 
Black  -0.270*** -0.268*** -0.150  -0.297**  -0.272*** -0.158  -0.307*** -0.269*** -0.150  -0.301**  -0.269*** -0.157  -0.304** 
  (3.23) (3.11) (1.27) (2.43) (3.26) (1.33) (2.65) (3.13) (1.27) (2.48) (3.17) (1.32) (2.54) 
Other ethnic  -0.081 -0.083 -0.059 -0.072 -0.083 -0.065 -0.076 -0.084 -0.058 -0.076 -0.084 -0.064 -0.078 
  (1.20) (1.23) (0.60) (0.78) (1.22) (0.65) (0.82) (1.24) (0.59) (0.81) (1.25) (0.65) (0.84) 
Age 25-29  0.400*** 0.396*** 0.917*** 0.054  0.399*** 0.922*** 0.049  0.396*** 0.919*** 0.043  0.377*** 0.904*** 0.026 
  (3.35) (3.35) (4.86) (0.35) (3.34) (4.77) (0.32) (3.34) (4.84) (0.28) (3.17) (4.72) (0.17) 
Age 30-39  1.096*** 1.088*** 2.417*** 0.255  1.094*** 2.406*** 0.256  1.087*** 2.419*** 0.235  1.041*** 2.362*** 0.201 
  (4.53) (4.52) (6.26) (0.81) (4.51) (6.13) (0.82) (4.51) (6.24) (0.75) (4.32) (6.08) (0.64) 
 Age 40-49  1.983*** 1.971*** 4.408*** 0.440  1.981*** 4.386*** 0.438  1.970*** 4.410*** 0.407  1.896*** 4.312*** 0.357 
  (4.88) (4.88) (6.79) (0.84) (4.87) (6.65) (0.84) (4.87) (6.77) (0.78) (4.69) (6.61) (0.68) 
Age 50-59  3.039*** 3.017*** 6.702*** 0.741  3.034*** 6.672*** 0.738  3.015*** 6.704*** 0.689  2.910*** 6.563*** 0.619 
  (5.00) (4.99) (6.90) (0.95) (4.98) (6.77) (0.94) (4.98) (6.88) (0.88) (4.81) (6.72) (0.79) 
Age 60+  4.567*** 4.538*** 9.861*** 1.300  4.561*** 9.815*** 1.293  4.538*** 9.864*** 1.228  4.390*** 9.665*** 1.132 
  (5.38) (5.37) (7.26) (1.19) (5.36) (7.12) (1.18) (5.37) (7.24) (1.12) (5.19) (7.08) (1.03) 
Age Sq  -0.095*** -0.093*** -0.212*** -0.022  -0.095*** -0.212*** -0.022  -0.093*** -0.212*** -0.020  -0.091*** -0.208*** -0.019 
  (5.16) (5.11) (7.24) (0.93) (5.14) (7.13) (0.94) (5.11) (7.22) (0.86) (4.96) (7.07) (0.79) 
Utilities  0.200*** 0.158*** 0.142**  0.187*  0.199*** 0.178*** 0.226** 0.158***  0.141** 0.196*  0.151***  0.139** 0.173 
  (3.91) (3.10) (2.42) (1.84) (3.88) (3.02) (2.13) (3.09) (2.41) (1.89) (2.97) (2.39) (1.63) 
Construction  -0.047 -0.053 0.007  -0.168 -0.043 0.021  -0.162 -0.055 0.010  -0.194*  -0.061 0.007  -0.202* 
  (0.97) (1.12) (0.14) (1.50) (0.89) (0.40) (1.46) (1.13) (0.20) (1.73) (1.26) (0.13) (1.79) 
Wholesale   -0.033 -0.036 0.002  -0.085 -0.029 0.007  -0.065 -0.026 -0.003 -0.044 -0.027 0.002  -0.050 
  (0.81) (0.89) (0.05) (1.08) (0.71) (0.15) (0.79) (0.64) (0.06) (0.56) (0.66) (0.04) (0.62) 
Hospitality  -0.059 -0.069 0.162**  -0.229**  -0.049 0.177**  -0.194* -0.045  0.157*  -0.170* -0.062  0.153*  -0.191* 
  (1.07) (1.24) (2.05) (2.45) (0.85) (2.22) (1.90) (0.80) (1.94) (1.73) (1.07) (1.90) (1.88) 
Transport and 
Tele 
-0.223*** -0.238*** -0.201*** -0.218**  -0.220*** -0.182*** -0.208**  -0.237*** -0.198*** -0.219**  -0.238*** -0.198*** -0.223** 
  (4.71) (5.09) (3.86) (2.32) (4.60) (3.39) (2.20) (5.04) (3.75) (2.35) (5.00) (3.71) (2.37) 
Financial services  -0.070 -0.109**  -0.122*  -0.141 -0.056 -0.086 -0.052 -0.084 -0.125*  -0.066 -0.084 -0.118*  -0.067 
  (1.30) (2.08) (1.74) (1.58) (1.04) (1.20) (0.54) (1.60) (1.78) (0.72) (1.57) (1.66) (0.72) 
Other business SS  -0.132*** -0.160*** -0.172*** -0.171**  -0.126*** -0.144*** -0.117  -0.148*** -0.177*** -0.118  -0.157*** -0.187*** -0.127 
  (3.13) (3.79) (3.39) (2.13) (2.97) (2.90) (1.35) (3.48) (3.48) (1.41) (3.70) (3.76) (1.49) 
Public Admin  -0.223*** -0.293*** -0.297*** -0.334*** -0.216*** -0.231*** -0.223**  -0.277*** -0.300*** -0.284*** -0.284*** -0.296*** -0.298*** 
  (4.51) (5.90) (4.75) (3.75) (4.39) (3.81) (2.36) (5.60) (4.85) (3.09) (5.63) (4.73) (3.13) 
Education  -0.185*** -0.181*** -0.145**  -0.227*** -0.169*** -0.170**  -0.176*  -0.152*** -0.152**  -0.151*  -0.165*** -0.178*** -0.157* 
  (3.81) (3.70) (2.22) (2.61) (3.40) (2.54) (1.86) (3.02) (2.16) (1.65) (3.27) (2.60) (1.67) 
Health  -0.275*** -0.287*** -0.257*** -0.320*** -0.261*** -0.279*** -0.241**  -0.264*** -0.290*** -0.231**  -0.278*** -0.296*** -0.248** 
  (4.73) (4.99) (2.78) (3.42) (4.36) (2.64) (2.38) (4.44) (2.80) (2.38) (4.65) (2.87) (2.47) 
Other community  -0.233*** -0.246*** -0.127**  -0.326*** -0.229*** -0.112*  -0.283*** -0.235*** -0.130**  -0.280*** -0.245*** -0.131**  -0.291*** 
  (4.58) (4.84) (2.04) (3.59) (4.47) (1.81) (2.91) (4.59) (2.08) (2.96) (4.75) (2.10) (2.99) 
Professional  -0.326*** -0.297*** -0.298*** -0.238*** -0.324*** -0.306*** -0.300*** -0.297*** -0.295*** -0.242*** -0.294*** -0.287*** -0.249*** 
  (6.19) (5.67) (4.23) (3.33) (6.16) (4.33) (3.88) (5.67) (4.17) (3.38) (5.62) (4.05) (3.43) 
Ass Professional  -0.405*** -0.373*** -0.273*** -0.403*** -0.407*** -0.276*** -0.481*** -0.378*** -0.272*** -0.412*** -0.375*** -0.260*** -0.421*** 
  (7.48) (6.87) (3.95) (5.52) (7.47) (3.93) (6.16) (6.92) (3.88) (5.64) (6.85) (3.67) (5.67) 
Clerical  -0.296*** -0.271*** -0.196**  -0.277*** -0.296*** -0.192**  -0.348*** -0.273*** -0.196**  -0.292*** -0.272*** -0.182**  -0.305*** 
  (5.95) (5.29) (2.38) (4.60) (5.92) (2.39) (5.55) (5.29) (2.37) (4.88) (5.33) (2.20) (5.11) 
Skilled trades  -0.408*** -0.359*** -0.292*** -0.346*** -0.405*** -0.318*** -0.381*** -0.361*** -0.288*** -0.326*** -0.357*** -0.277*** -0.332*** 
  (6.21) (5.43) (3.58) (3.12) (6.07) (3.78) (3.33) (5.39) (3.47) (2.95) (5.32) (3.28) (2.99) 
Personal SS  -0.133** -0.080  0.074  -0.172** -0.139** 0.018  -0.246*** -0.093  0.076  -0.188**  -0.083  0.080  -0.192** 
  (2.22) (1.33) (0.87) (2.23) (2.29) (0.20) (3.13) (1.53) (0.87) (2.46) (1.36) (0.90) (2.49) 
Sales  -0.078 -0.054 -0.010 -0.068 -0.072 -0.025 -0.102 -0.048 -0.008 -0.051 -0.043 -0.010 -0.056 
  (1.30) (0.90) (0.12) (0.92) (1.20) (0.29) (1.33) (0.80) (0.09) (0.69) (0.71) (0.12) (0.75) 
Operatives  -0.174**  -0.131 -0.015 -0.202*  -0.175**  -0.035 -0.279**  -0.134 -0.012 -0.203 -0.130 -0.001 -0.212* 
  (2.13) (1.60) (0.15) (1.66) (2.14) (0.34) (2.20) (1.64) (0.12) (1.64) (1.56) (0.01) (1.70) 
 Elementary  -0.061 -0.015 -0.073 0.075  -0.063 -0.104 -0.008 -0.020 -0.071 0.061  -0.011 -0.063 0.060 
  (0.85) (0.20) (0.80) (0.77) (0.86) (1.12) (0.08) (0.27) (0.78) (0.63) (0.15) (0.67) (0.60) 
Flexi-time   0.121***  0.173***  0.077***     0.123***  0.173***  0.081***     
   (5.04)  (4.56)  (2.59)     (5.10)  (4.54)  (2.70)     
Work Home   0.074**  -0.003  0.158***     0.072**  -0.004  0.157***     
   (2.19)  (0.06)  (3.05)     (2.14)  (0.09)  (3.04)     
Job Share   0.024  -0.024  0.075**     0.025  -0.027  0.079**     
   (0.75)  (0.39)  (2.13)     (0.77)  (0.42)  (2.27)     
Paid leave   0.159***  0.168***  0.143***     0.160***  0.168***  0.144***     
   (5.83)  (3.98)  (4.31)     (5.86)  (3.98)  (4.32)     
Nursery   -0.072  -0.057  -0.076     -0.068  -0.054  -0.071     
   (0.93)  (0.37)  (1.14)     (0.87)  (0.36)  (1.07)     
0% female      -0.065  0.039   -0.002  0.039   -0.001  0.039   
      (0.50)  (0.18)   (0.01)  (0.18)   (0.01)  (0.18)   
0-25% female      0.017  0.094  0.092  0.050 0.057 0.096 0.052 0.065 0.091 
      (0.19)  (0.50)  (0.57)  (0.58)  (0.30) (0.60) (0.60) (0.35) (0.57) 
25-50% female      0.064  0.138  0.084  0.077 0.086 0.068 0.083 0.098 0.063 
      (0.74)  (0.73)  (0.56)  (0.89)  (0.46) (0.47) (0.96) (0.52) (0.43) 
50-75% female      -0.002  0.121  -0.014  0.000 0.060 -0.039  0.005 0.068 -0.047 
      (0.03)  (0.64)  (0.09)  (0.01)  (0.32) (0.28) (0.06) (0.36) (0.33) 
75-99% female      0.019  0.166  -0.018  0.033  0.118 -0.038  0.036 0.119 -0.043 
      (0.23)  (0.84)  (0.12)  (0.41)  (0.60) (0.27) (0.44) (0.60) (0.30) 
100% female        -0.059    -0.101    -0.119 
        (0.34)    (0.59)    (0.69) 
Flexibility factor            -0.050  0.034  -0.076 
            (0.43)  (0.17)  (0.62) 
Family factor            0.217*  0.113  0.262* 
            (1.66)  (0.52)  (1.78) 
Observations  25451 25451 12649 12802 25451 12649 12802 25451 12649 12802 25451 12649 12802 
Ordered probit on a 5 point likert scale of satisfaction with pay. All specifications include personal characteristics and occupational dummies, firm characteristics and 
industry dummies as per Table 1A in the appendix. Hubert-White corrected z-statistics in parenthesis. All estimations use sample weights provided for WERS98 
 
 Table A4: Satisfaction with autonomy 1998  
  (1) (2) (3) (4) (6) (7) (8) (10)  (11)  (12)  (14)  (15)  (16) 
  full full male  female  full male  female full  male  female full  male  Female 
Female  0.115*** 0.096***     0.106***     0.094***     0.094***    
  (4.56) (3.80)     (4.10)     (3.59)     (3.56)    
Hours (log)  -0.141*** -0.118*** -0.135*** -0.069  -0.140*** -0.161*** -0.090**  -0.116*** -0.132*** -0.063  -0.113*** -0.135*** -0.059 
  (4.24) (3.59) (2.72) (1.63) (4.19) (3.16) (2.13) (3.49) (2.63) (1.49) (3.38) (2.67) (1.39) 
Pay (log)  0.140*** 0.131*** 0.182*** 0.084**  0.138*** 0.190*** 0.096** 0.127***  0.181***  0.074** 0.114***  0.163***  0.068* 
  (4.86) (4.58) (4.26) (2.27) (4.71) (4.36) (2.51) (4.33) (4.20) (1.97) (3.85) (3.75) (1.76) 
Education: higher  -0.304*** -0.353*** -0.288*** -0.445*** -0.309*** -0.245*** -0.397*** -0.354*** -0.293*** -0.444*** -0.356*** -0.289*** -0.448*** 
  (7.52) (8.75) (5.16) (7.95) (7.65) (4.36) (7.11) (8.79) (5.25) (7.93) (8.79) (5.11) (8.01) 
Education: medium  -0.221*** -0.234*** -0.257*** -0.218*** -0.221*** -0.248*** -0.199*** -0.234*** -0.256*** -0.219*** -0.233*** -0.255*** -0.218*** 
  (7.13) (7.58) (5.89) (5.26) (7.14) (5.65) (4.84) (7.58) (5.90) (5.28) (7.54) (5.83) (5.27) 
Education: other  0.181 0.163 -0.230  0.500*  0.173 -0.217  0.502* 0.156  -0.239 0.508* 0.191  -0.174 0.523* 
  (0.84) (0.78) (0.77) (1.82) (0.79) (0.59) (1.88) (0.74) (0.76) (1.80) (0.86) (0.52) (1.82) 
Tenure  -0.001** -0.001** -0.001** -0.000  -0.001** -0.001*  -0.000 -0.001**  -0.001**  -0.000 -0.001**  -0.001**  -0.001 
  (2.00) (2.34) (2.00) (1.44) (2.05) (1.78) (1.14) (2.36) (2.05) (1.45) (2.43) (1.99) (1.52) 
Tenure Sq  0.000** 0.000** 0.000** 0.000  0.000** 0.000** 0.000 0.000**  0.000**  0.000 0.000**  0.000**  0.000 
  (2.02) (2.38) (2.28) (1.16) (2.08) (2.07) (0.86) (2.42) (2.33) (1.18) (2.47) (2.29) (1.24) 
Firm Size 100-499  -0.019  -0.032* -0.016  -0.051* -0.024  -0.013  -0.037 -0.034*  -0.021 -0.052*  -0.034*  -0.018 -0.052* 
  (1.01) (1.70) (0.59) (1.92) (1.24) (0.47) (1.41) (1.81) (0.76) (1.93) (1.76) (0.66) (1.96) 
Firm Size 500-999  -0.067** -0.089***  -0.081** -0.093*  -0.072** -0.073*  -0.069 -0.091***  -0.087**  -0.093*  -0.094***  -0.093**  -0.094** 
  (2.22) (2.89) (1.97) (1.95) (2.35) (1.79) (1.47) (2.94) (2.11) (1.93) (3.06) (2.27) (1.98) 
Firm Size 1000+  -0.026 -0.061 -0.005 -0.130**  -0.030 0.021  -0.098 -0.065 -0.008 -0.139**  -0.060 0.003  -0.140** 
  (0.55) (1.30) (0.08) (2.08) (0.65) (0.30) (1.61) (1.40) (0.12) (2.25) (1.24) (0.05) (2.26) 
Union member  -0.217*** -0.208*** -0.243*** -0.160*** -0.208*** -0.232*** -0.162*** -0.202*** -0.233*** -0.157*** -0.199*** -0.227*** -0.156*** 
  (8.90) (8.49) (6.97) (4.84) (8.81) (6.83) (4.99) (8.46) (6.78) (4.86) (8.22) (6.44) (4.81) 
Permanent job  0.051 0.055 -0.056  0.131**  0.050 -0.062  0.127** 0.055  -0.057  0.131** 0.056  -0.052  0.132** 
  (1.12) (1.20) (0.75) (2.26) (1.10) (0.83) (2.22) (1.21) (0.75) (2.24) (1.24) (0.70) (2.26) 
Fixed term job  0.016 0.020 -0.073  0.095 0.017 -0.063  0.086 0.021 -0.071  0.093 0.018 -0.065  0.090 
  (0.24) (0.30) (0.72) (1.02) (0.25) (0.63) (0.95) (0.31) (0.70) (1.00) (0.28) (0.66) (0.97) 
Bad health  -0.256*** -0.273*** -0.294*** -0.218*** -0.257*** -0.294*** -0.187*** -0.273*** -0.292*** -0.220*** -0.275*** -0.301*** -0.217*** 
  (5.41) (6.11) (4.83) (3.48) (5.49) (4.63) (2.82) (6.15) (4.82) (3.52) (6.07) (4.85) (3.45) 
Asian  0.297*** 0.286*** 0.406**  0.164  0.294*** 0.407**  0.183 0.285***  0.408**  0.167 0.288***  0.413**  0.167 
  (2.63) (2.78) (2.45) (1.44) (2.61) (2.23) (1.42) (2.78) (2.44) (1.49) (2.71) (2.33) (1.46) 
Black  -0.018 -0.014 0.175  -0.148 -0.021 0.156  -0.149 -0.017 0.177  -0.150 -0.016 0.169  -0.148 
  (0.20) (0.15) (1.46) (1.08) (0.23) (1.36) (1.15) (0.18) (1.48) (1.10) (0.17) (1.45) (1.09) 
Other ethnic  -0.077 -0.088 -0.175 0.023  -0.079 -0.169 0.030 -0.090  -0.176  0.020 -0.087  -0.179*  0.025 
  (0.99) (1.14) (1.63) (0.21) (1.02) (1.54) (0.27) (1.17) (1.64) (0.18) (1.12) (1.67) (0.23) 
Age 25-29  -0.019 -0.054 0.033  -0.120 -0.020 0.066  -0.093 -0.054 0.035  -0.126 -0.063 0.025  -0.135 
  (0.17) (0.49) (0.20) (0.80) (0.18) (0.39) (0.63) (0.49) (0.21) (0.84) (0.56) (0.15) (0.90) 
Age 30-39  -0.119 -0.205 0.030  -0.348 -0.124 0.097  -0.272 -0.205 0.035  -0.362 -0.235 -0.015 -0.380 
  (0.54) (0.92) (0.09) (1.14) (0.56) (0.28) (0.91) (0.92) (0.10) (1.19) (1.06) (0.04) (1.25) 
Age 40-49  -0.191 -0.335 0.178  -0.692 -0.197 0.291  -0.573 -0.333 0.184  -0.715 -0.377 0.103  -0.740 
   (0.51) (0.89) (0.31) (1.36) (0.53) (0.51) (1.14) (0.89) (0.32) (1.40) (1.01) (0.18) (1.45) 
Age 50-59  -0.167 -0.388 0.449  -0.977 -0.178 0.616  -0.793 -0.386 0.457  -1.011 -0.444 0.342  -1.042 
  (0.30) (0.69) (0.53) (1.28) (0.32) (0.72) (1.05) (0.69) (0.53) (1.32) (0.79) (0.40) (1.37) 
Age 60+  0.119  -0.178 1.040  -1.051 0.106  1.268  -0.805 -0.173 1.052  -1.096 -0.257 0.890  -1.142 
  (0.15) (0.23) (0.87) (0.98) (0.14) (1.05) (0.77) (0.22) (0.88) (1.03) (0.33) (0.75) (1.07) 
Age Sq  0.005 0.012 -0.015  0.030 0.005 -0.020  0.025 0.012 -0.015  0.031 0.013 -0.012  0.032 
  (0.31) (0.71) (0.59) (1.32) (0.33) (0.78) (1.09) (0.70) (0.59) (1.36) (0.79) (0.47) (1.40) 
Utilities  0.012  -0.076 -0.050 -0.149 0.006  0.032  -0.069 -0.079 -0.056 -0.143 -0.078 -0.054 -0.143 
  (0.24) (1.57) (0.95) (1.34) (0.12) (0.61) (0.62) (1.60) (1.06) (1.26) (1.58) (1.01) (1.28) 
Construction  0.036 0.019 0.045 -0.029  0.047 0.072 0.009 0.023 0.052 -0.045  0.020 0.050 -0.048 
  (0.75) (0.41) (0.90) (0.24) (0.99) (1.44) (0.08) (0.49) (1.03) (0.38) (0.42) (0.99) (0.40) 
Wholesale   -0.129*** -0.136*** -0.141*** -0.112  -0.137*** -0.137*** -0.108 -0.134***  -0.152***  -0.085 -0.132***  -0.145***  -0.083 
  (3.08) (3.26) (2.91) (1.31) (3.19) (2.72) (1.26) (3.13) (3.06) (0.97) (3.05) (2.89) (0.97) 
Hospitality  0.029  -0.005 0.070  -0.065 0.018  0.099  -0.037 0.005  0.054  -0.023 -0.001 0.056  -0.029 
  (0.52) (0.08) (0.92) (0.65) (0.31) (1.26) (0.37) (0.09) (0.69) (0.23) (0.03) (0.71) (0.28) 
Transport and Tele  -0.230*** -0.258*** -0.210*** -0.309*** -0.221*** -0.170*** -0.280*** -0.252*** -0.202*** -0.307*** -0.255*** -0.204*** -0.308*** 
  (5.12) (5.75) (4.15) (3.20) (4.95) (3.36) (3.06) (5.66) (3.99) (3.26) (5.68) (4.01) (3.30) 
Financial services  -0.132**  -0.206*** -0.190*** -0.233**  -0.135**  -0.109  -0.154  -0.191*** -0.198*** -0.181*  -0.186*** -0.186**  -0.176* 
  (2.43) (3.77) (2.58) (2.38) (2.40) (1.39) (1.56) (3.39) (2.58) (1.78) (3.29) (2.39) (1.78) 
Other business SS  -0.048 -0.106**  -0.153***  -0.070 -0.053 -0.087 -0.017 -0.102**  -0.162***  -0.032 -0.108**  -0.172***  -0.033 
  (1.04) (2.30) (2.74) (0.77) (1.12) (1.53) (0.18) (2.15) (2.91) (0.34) (2.25) (3.02) (0.36) 
Public Admin  -0.059  -0.184*** -0.173*** -0.187*  -0.069  -0.069  -0.041 -0.178***  -0.187***  -0.149 -0.171***  -0.171***  -0.146 
  (1.28) (3.80) (3.04) (1.93) (1.43) (1.20) (0.44) (3.57) (3.22) (1.49) (3.46) (2.92) (1.52) 
Education  0.004 0.016 0.035 0.012 -0.001  -0.012  0.020 0.032 0.024 0.064 0.018 -0.006  0.060 
  (0.07) (0.33) (0.52) (0.13) (0.03) (0.16) (0.21) (0.62) (0.33) (0.67) (0.33) (0.08) (0.63) 
Health  -0.077 -0.107*  -0.123 -0.124 -0.083 -0.123 -0.070 -0.097 -0.146 -0.071 -0.102*  -0.148 -0.073 
  (1.38) (1.91) (1.47) (1.18) (1.39) (1.28) (0.65) (1.64) (1.56) (0.65) (1.71) (1.56) (0.68) 
Other community  -0.093*  -0.117**  -0.081 -0.150 -0.102**  -0.063 -0.119 -0.115**  -0.093 -0.118 -0.121**  -0.090 -0.123 
  (1.84) (2.32) (1.29) (1.55) (1.97) (1.00) (1.18) (2.22) (1.46) (1.16) (2.32) (1.41) (1.22) 
Professional  -0.362*** -0.312*** -0.289*** -0.314*** -0.356*** -0.311*** -0.396*** -0.310*** -0.283*** -0.318*** -0.303*** -0.273*** -0.312*** 
  (7.32) (6.47) (4.72) (4.70) (7.23) (4.73) (5.86) (6.43) (4.64) (4.71) (6.04) (4.11) (4.54) 
Ass Professional  -0.488*** -0.440*** -0.470*** -0.371*** -0.487*** -0.479*** -0.467*** -0.444*** -0.470*** -0.380*** -0.432*** -0.454*** -0.370*** 
  (9.55) (8.65) (7.89) (4.69) (9.49) (7.84) (5.76) (8.70) (7.77) (4.76) (8.40) (7.48) (4.51) 
Clerical  -0.512*** -0.472*** -0.537*** -0.459*** -0.508*** -0.545*** -0.535*** -0.471*** -0.536*** -0.467*** -0.457*** -0.513*** -0.458*** 
  (11.29)  (10.16)  (7.78) (7.69) (11.12)  (7.91) (9.05) (10.09)  (7.73) (7.81) (9.90) (7.45) (7.72) 
Skilled trades  -0.475*** -0.394*** -0.351*** -0.391*** -0.461*** -0.400*** -0.445*** -0.390*** -0.341*** -0.377*** -0.379*** -0.328*** -0.366*** 
  (8.40) (6.96) (5.37) (3.52) (8.13) (5.91) (4.05) (6.87) (5.15) (3.42) (6.71) (4.91) (3.38) 
Personal SS  -0.479*** -0.375*** -0.286*** -0.416*** -0.474*** -0.410*** -0.510*** -0.382*** -0.284*** -0.427*** -0.373*** -0.286*** -0.418*** 
  (8.95) (6.97) (3.87) (5.60) (8.74) (5.35) (6.87) (7.02) (3.75) (5.74) (6.83) (3.75) (5.57) 
Sales  -0.433*** -0.390*** -0.272*** -0.466*** -0.425*** -0.288*** -0.523*** -0.383*** -0.265*** -0.456*** -0.377*** -0.272*** -0.447*** 
  (7.75) (6.99) (3.44) (6.17) (7.59) (3.58) (6.91) (6.87) (3.34) (6.01) (6.73) (3.39) (5.93) 
Operatives  -0.745*** -0.671*** -0.593*** -0.732*** -0.740*** -0.640*** -0.835*** -0.671*** -0.589*** -0.731*** -0.659*** -0.574*** -0.721*** 
  (11.38)  (10.25)  (7.59) (6.97) (11.30)  (7.93) (7.89) (10.23)  (7.47) (6.86) (10.00)  (7.12) (6.92) 
Elementary  -0.474*** -0.389*** -0.391*** -0.357*** -0.468*** -0.452*** -0.466*** -0.390*** -0.385*** -0.367*** -0.380*** -0.376*** -0.357*** 
  (8.39) (6.90) (5.34) (4.54) (8.24) (5.97) (5.96) (6.90) (5.21) (4.66) (6.69) (5.02) (4.53) 
 Flexi-time    0.251*** 0.309*** 0.207***       0.253*** 0.308*** 0.212***      
    (9.67) (8.43) (5.57)       (9.75) (8.40) (5.75)      
Work Home    0.176*** 0.156*** 0.206***       0.172*** 0.150*** 0.206***      
    (5.06) (3.45) (3.93)       (4.90) (3.31) (3.90)      
Job Share   0.034  -0.014  0.068**     0.033  -0.017  0.068**     
    (1.19) (0.27) (2.05)       (1.13) (0.32) (2.04)      
Paid leave    0.105*** 0.103**  0.105***       0.106*** 0.103*** 0.107***      
    (4.09) (2.57) (3.35)       (4.13) (2.58) (3.41)      
Nursery    -0.035 -0.113 0.014        -0.027 -0.106 0.021       
    (0.55) (0.98) (0.22)       (0.44) (0.93) (0.33)      
0% female       0.051    0.043    0.048   
       (0.24)    (0.20)    (0.23)   
0-25% female      0.077  0.054  0.221  0.033  -0.006 0.227  0.037  0.010  0.226 
      (0.86)  (0.30)  (1.17)  (0.36)  (0.03) (1.20) (0.41) (0.06) (1.19) 
25-50% female      0.173*  0.168  0.244  0.096 0.079 0.215 0.102 0.099 0.215 
      (1.94)  (0.93)  (1.34)  (1.07)  (0.44) (1.18) (1.14) (0.55) (1.17) 
50-75% female      0.106  0.118  0.171  0.012 0.016 0.127 0.022 0.039 0.128 
      (1.19)  (0.66)  (0.95)  (0.14)  (0.09) (0.70) (0.25) (0.21) (0.71) 
75-99% female      0.123  0.129  0.186  0.052 0.050 0.159 0.057 0.063 0.158 
      (1.36)  (0.69)  (1.03)  (0.57)  (0.26) (0.88) (0.63) (0.34) (0.87) 
100% female      0.097   0.127  -0.026   0.050  -0.021   0.046 
      (0.77)   (0.63)  (0.20)   (0.25)  (0.16)   (0.23) 
Flexibility factor            -0.445***  -0.537***  -0.378*** 
            (4.33)  (3.37)  (2.87) 
Family factor            0.754***  0.848***  0.691*** 
            (6.43)  (4.83)  (4.47) 
Observations  25250 25250 12583 12667 25250 12583 12667 25250 12583 12667 25250 12583 12667 
Ordered probit on a 5 point likert scale of satisfaction with autonomy. All specifications include personal characteristics and occupational dummies, firm characteristics 
and industry dummies as per Table 1A in the appendix. Hubert-White corrected z-statistics in parenthesis. All estimations use sample weights provided for WERS98. 
 
 